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EXECUTIVE  SUMMARY  i 


Part  of  our  College  mission  is  distribution  of  the 
students*  problem  solving  products  to  DoD 
sponsors  and  other  interested  agencies  to 
enhance  insight  into  contemporary,  defense 
related  issues.  While  the  College  has  accepted  this 
product  as  meeting  academic  requirements  for 
graduation,  the  views  and  opinions  expressed  or  «  ■ 
implied  are  solely  those  of  the  author  and  should  J  j 

not  be  construed  as  carrying  official  sanction.  /  / 


REPORT  NUMBER  ae-osas 

AUTHOR(S)  najQR  LiNuoao  n.  chayer,  usaf 

TITLE  A  CanPARISQN  of  job  attitudes:  air  training  commano 

PERSONNEL  UERSUS  OTHER  AIR  FORCE  PERSONNEL 


I  •  PuroQaa;  To  assess  the  job  attitudes  oF  Air  Training 
Command  CATC)  oFFicers,  enlisted,  and  civilian  personnel  to  allow 
ATC  leaders  and  managers  to  identiFg  strengths  as  well  as  possi¬ 
ble  weaknesses  concerning  the  job  attitudes  oF  ATC  personnel . 

II*  Background ;  Air  Training  Command  must  not  only  recruit 
those  people  the  Air  Force  CAF)  needs  to  perForm  its  mission,  it 
must  train,  motivate,  and  help  retain  them  also.  Because  virtu¬ 
ally  every  Air  Force  member  passes  through  ATC  at  soma  time — For 
most  it’s  their  First  look  at,  and  Impression  oF,  the  Air  Force — 
ATC  personnel  have  a  tremendous  opportunity  to  inFluence  those 
other  AF  members.  Recruiting  will  get  tougher  as  the  military 
age  population  declines,  and  retaining  our  skilled  personnel  will 
become  more  diFFicult  as  the  economy  continues  to  Flourish.  IF 
ATC  is  to  meet  its  challenging  recruiting  and  retention  goals, 
and  provide  the  positive  and  motivating  inFluence  to  those  people 
that  come  through  the  command,  then  ATC  personnel  must  be  highly 
quallFied  and  have  the  best  possible  motivation  and  job  atti¬ 
tudes.  The  Leadership  and  Management  Development  Center  CLMDC), 
Maxwell  AFB,  Alabama,  has  been  assessing  the  Job  attitudes  oF  AF 
personnel  For  years  using  the  Organizational  Assessment  Package 
COAP),  a  detailed  job  attitude  survey.  The  LMDC  sponsored  the 
present  research  not  because  of  any  perceived  deFiclencies  within 
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ATC.  but  to  documant  a  portion  of  their  data  base  on  paper  and, 
at  the  saee  tlee,  provide  feedback  to  ATC  leadere. 

Ill*  Proeedurea :  Through  a  review  of  the  organizational 
behavior  literature,  the  author  found  general  agreement  about 
the  poaltlve  correlations  among  Job  attitudes,  job  satisfaction, 
motivation,  productlvltg,  and  performance.  A  review  of  the 
limited  number  of  previous  studies  relating  to  the  job  attitudes 
of  ATC  and  other  Air  Force  personnel  led  to  the  hupotheses  that 
ATC  personnel  would  have  significantly  different,  and  more  posi¬ 
tive,  job  attitudes  than  other  Air  Force  personnel.  To  assess 
the  Job  attitudes.  Job  satisfaction,  etc.  of  ATC  personnel  and  to 
test  the  hypotheses,  the  author  analyzed  the  extensive  job  atti¬ 
tude  data  gathered  by  LflDC  personnel  through  their  109-ltem  DAP 
Job  attitude  survey.  In  addition  to  the  job  attitude  Items,  the 
GAP  survey  Instrument  and  the  associated  answer  sheet  contain  a 
small  number  of  demographic  Items/questlons  which  were  examined 
In  the  present  research.  The  data  used  for  this  research  were 
gathered  between  1  October  1981  and  16  September  1985  and 
Included  nearly  10,000  ATC  respondents  and  over  97,000  non-ATC 
respondents.  Job  attitude  comparisons  were  made  between  ATC 
officers,  anllst»>'<  members,  and  civilians  and  their  non-ATC 
counterparts  using  commonly  accepted  statistical  analysis  tests. 
The  two-tallad  ^-test  simply  tests  for  a  significant  difference 
between  two  groups;  the  Latest  tests  the  assumption  of  equal 
variances.  A  9S*s  statistical  confidence  level  was  used  for  the 
data  comparisons. 

lU.  Basults:  The  results  of  the  analyses  showed  very  few 
differences,  demographlcally ,  between  the  ATC  and  non-ATC 
comparison  groups.  However,  as  Table  S  depicts,  there  ware  many 
significant  differences  between  comparison  groups  for  the  81  GAP 
attitudlnal  factors  examined.  Air  Training  Command  officers, 
enlisted  members,  and  civilians  were  significantly  different  from 
non-ATC  officers,  enlisted  members,  and  civilians  for  19,  80,  and 
80  of  the  81  GAP  factors  respectively.  For  each  of  the  59  sig¬ 
nificant  differences  between  groups,  the  ATC  group  had  the  higher 
mean  response,  generally  indicating  more  positive  job  attitudes 
and  higher  job  satisfaction. 


0.  Conclusions ;  The  QAP  survey  data  base  shouiad,  as  expected, 
that  the  job  attitudes  of  ATC  data  base  officers,  enlisted  mem¬ 
bers,  and  civilians  are  signif icantly  more  positive  than  are 
those  of  their  non-ATC  data  base  counterparts.  The  results 
indicate  that  ATC  leaders  and  managers  appear  to  be  properly 
influencing  their  personnel,  and  that  ATC  is  in  excellent  shape 
concerning  the  Job  attitudes  of  its  personnel.  While  the  CAP 
survey  results  do  not  prove  uihether  or  not  ATC  personnel  are 
properly  motivating  and  influencing  other  personnel,  the  strong, 
positive  Job  attitudes  of  ATC  personnel,  as  indicated  by  the 
present  research,  probably  help  provide  the  proper  influence. 

UI .  Recommendations ;  Whatever  ATC  leaders  and  managers  are 
doing  to  influence  their  personnel  appears  to  be  uiorking,  and 
they  should  continue  their  present  practices.  Some  of  the  atti- 
tudinal  differences  betueen  ATC  and  non- ATC  personnel  can  be 
explained,  in  the  author’s  opinion,  by  such  items  as  selective 
screening  of  personnel  for  ATC  duty,  the  rewarding  nature  of 
instructor  duty,  a  more  stable  home  life  for  ATC  personnel,  fewer 
remote  assignments  for  ATC  personnel,  and  the  excellent  locations 
and  climates  of  ATC  bases.  While  these  items  may  help  explain 
some  of  the  significant  differences  between  comparison  groups  for 
certain  CAP  survey  factors,  they  do  not  necessarily  explain  why 
differences  exist  for  others,  such  as  Management/Supervision, 
Supervisory  Commun lest ions  Climate,  and  Crganizational  Communi¬ 
cations  Climate.  For  this  reason,  the  Air  Force,  with  the 
assistance  of  ATC,  LIIDC,  and  Air  Force  Human  Resources  Laboratory 
personnel,  should  complete  a  more  in-depth  analysis  of  ATC 
personnel  to  find  out  specif j.cally  why  their  attitudes  are  sig¬ 
nificantly  different  from,  and  much  more  positive  than,  other  Air 
Force  personnel .  Perhaps  what  is  working  for  ATC  may  be  used  by 
leaders  and  managers  in  other  Air  Force  major  commands  to  improve 
job  attitudes,  retention,  and  productivity. 


Chapter  One 


IfiTRQDUCTION 

Air  Training  Command  CATC)  is  the  largest  training  system  in 

the  luorld  uiith  1,S50  admissions  offices  and  over  3,000  courses 

offered  CAir  Force  Association,  May  ISSSa).  According  to  General 

Andrew  P.  losue,  the  Commander  of  Air  Training  Command,  ATC  has 

an  educational  process  second  to  none;  ATC  is  the  free 
uicrld's  largest  training  system.  Uirtually  every  member 
of  the  Air  Force  must  pass  through  the  command  at  some 
time.  UJe  feel  that  we  have  a  tremendous  opportunity  to 
influence  today’s  Air  Force  as  well  as  the  Air  Force  of 
the  future.  Ctlartin,  130H,  p.  B6) 

Air  Training  Command  not  only  trains  nearly  all  new  Air  Force 
personnel  but  recruits  them  as  well  through  the  USAF  Recruiting 
Service.  The  fifth  largest  Air  Force  command,  ATC  employs 
approximately  B5,000  people  <71,000  military  and  14,000  civil¬ 
ians)  worldwide  to  perform  its  recruiting  and  training  functions. 
Air  Training  Command  maintains  13  major  installations,  has 
assets  of  approximately  S4  billion,  and  a  S3  billion  annual 
operating  budget.  Command  personnel  conduct  basic  military 
training,  initial  officer  training  through  Officer  Training 
School  COTS)  and  150  Air  Force  Reserve  Officer  Training  Corps 
CAFROTC)  units,  technical  training  Csix  technical  training  cen¬ 
ters),  undergraduate  pilot  training  Csix  wings),  pilot  instructor 
training,  undergraduate  and  advanced  navigator  training  Cone 


Ming),  Air  Force  survival  training  Cfour  locations),  and  various 
types  of  field  training  at  96  uorldwide  locations.  "Uhen  consid¬ 
ering  the  Air  Training  Command  overall,  one  is  struck  by  ths 
sheer  magnitude  of  ths  operations.  .  .  .  the  mission  is  funda¬ 
mental  to  national  security**  Chart  in,  1984,  p.  59). 

Air  Training  Command's  responslbilitiss  ars,  Indsed,  signi¬ 
ficant  and  its  influencs  is  far  reaching.  Olrtually  all  Air 
Force  members.  Including  Air  National  Guard  and  Air  Force  Reserve 
personnel.  Form  their  initial  impressions  of  the  Air  Force  From 
ATC  and  ATC  personnel.  Those  impressions  most  likely  influencs 
the  attitudes,  motivation,  and  even  the  career  intentions  of  new 
Air  Force  personnel.  Ths  Air  Fores  Association  CMay  196Sa, 
p.  83)  summed  it  up  this  way: 

ATC  is  **The  First  Command,**  responsible  For  ths  Air 
Force’s  most  important  resource — people.  Specifically, 

ATC  must  recruit,  train,  motivate,  and  retain  the  numbers 
and  kinds  of  military  professionals  to  meet  current  and 
future  Air  Force  mission  requirements. 

Although  the  Air  Force  enjoyed  its  best  recruiting  year  ever 
in  1964  CAir  Force  Association,  May  19B5b),  recruiting  will  get 
tougher  in  the  future.  The  Air  Force  will  be  competing  mors 
heavily  with  the  private  sector  for  new  recruits  as  the  military 
age  population  continues  to  decline  CCorrell,  1995).  Retention 
of  trained  Air  Force  personnel,  especially  pilots,  may  get 
tougher  as  the  economy  continues  to  Improve  and  the  airlines 
increase  their  hiring  CCorrell,  1995;  Glnovsky,  1965).  To  meet 
its  recruiting,  training,  motivation,  and  retention  goals,  ATC 
Isaders  and  managers  must  ensure  the  command  has  the  best 


quallflad  paraonnal  uiorklno  for  tham  and  that  those  personnal 
have  the  bast  posaibla  motivation  and  job  attitudes. 

The  purpose  of  this  research  study  Is  to  assess  the  job 
attitudes  of  ATC  officers,  enlisted,  and  civilian  personnel  to 
alloui  ATC  leaders  and  manaoers  to  Identify  strengths  as  uell  as 
posaibla  ueakneaaas  In  their  command.  The  tool  used  for  this 
research  Is  the  Organizational  Aasassmant  Package  COAP),  a  job 
attitude  survey  developed  jointly  by  the  Leadership  and 
nanagemant  Development  Center  CLMOC),  naxwell  Air  Force  Base, 
Alabama,  and  the  Air  Force  Human  Resources  Laboratory  CAFHRL>  at 
Brcxiks  Air  Force  Base,  Texas  C Short,  19B5) . 

The  LMOC  is  sponsoring  this  research  at  this  time  not  because 
of  any  perceived  deficiencies  ulthln  ATC,  but  because  LHDC 
manning  requirements  and  computer  data  base  reductions  ulll  force 
a  relocation  of  the  currently  available,  and  extensive,  OAP  data 
base  to  AFHRL  in  the  near  future.  This  research  will  document 
a  portion  of  that  data  base  while  specifically  Investigating  the 
job  attitudes  of  ATC  personnel .  The  present  Investigation 
pursues  four  goals: 

1 .  To  review  relevant  organizational  behavior  literature  and 
background  materials  relatlvs  to  work  attltudss  In  general  and 
those  attitudes  of  ATC  personnel  in  particular  Cthls  review 
leads  to  hypothesized  differences  betwssn  ATC  and  other  Air  Force 
personnel ) ; 

8.  To  compare  OAP-measured  demographic  and  job  attitude 
data  of  ATC  officer,  enlisted,  and  civilian  personnal  with 
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correspond! no  data  From  Air  Force  parsonnal  in  other  commands; 

3.  To  analuze  sionificant  attitudinal  differsncaa  batuaen 
ATC  personnel  and  other  Air  Force  personnel;  and 

1.  To  recommend  uaya  ATC  leaders  and  manaoera  can 
capitalize  on  attitudinal  atrenoths  and  companaate  For 
attitudinal  ueakneaaea  ulthin  their  command. 

In  subsequent  chapters,  this  report  Focuses  on  each  oF  the 
goals  listed.  Chapter  Tuo  summarizes  the  literature  review  and 
includes  a  discussion  oF  those  Factors  that  have  the  great eat 
impact  on  job  attitudes.  Previous  studies  are  raviauad  and 
summarized  to  determine  hupothases  concerning  job  attitudes  oF 
ATC  personnel .  Chapter  Three  discusses  the  OAP  survey  instru¬ 
ment,  LMDC  data  collection  procedures,  research  comparison  groups 
CATC  versus  Air  Force),  and  data  analysis  procedures.  Next, 
Chapter  Four  presents  the  results  oF  spaciFic  OAP  demographic  and 
attitudinal  data  comparisons  For  the  two  groups.  Finally, 

Chapter  Five  discusses  those  results,  presents  the  author's  con¬ 
clusions  based  upon  those  results,  and  concludes  with  the 
author ’ s  recommendations . 


Chaptar  Two 


LITERATURE  REUIEM 

Introduction 

There  are  an  aleost  limitleae  nunbar  of  booke  and  studlaa 
available  concernlno  oroanlzatlonal  behavior,  but  vary  few 
studlaa  address  Air  Force  CAF)  major  commands  CMAJCOMs)  in 
general  or  ATC  specif Ically •  This  chapter  briefly  reviews  the 
organizational  behavior  literature,  focusing  on  two  prominent 
theories  relating  to  job  satisfaction  and  motivation,  and  con> 
eludes  with  the  results  of  previous  studios  more  directly  related 
to  the  present  research. 

QroaniMtionai  Bihivior 

Organizational  behavior  literature  explains  in  great  depth 
how  and  why  man  behaves  the  way  he  does  In  the  work  environment. 
Two  of  the  prominent  theories  relative  to  job  satisfaction  and 
motivation  were  developed  by  Abraham  A.  naslow  and  Frederick 
Horzbarg.  Ilaalow’s  Hierarchy  of  Needs  Theory  states  that  man  has 
five  prevalent  needs  which  must  be  satisfied  In  a  certain  hier¬ 
archical  order.  Those  needs,  in  order  of  Importance,  are 
physiological,  safety,  belonging,  esteem,  and  salf -actualization. 
According  to  naslow,  man  will  satisfy  his  physiological  Cfood, 


water,  shelter)  and  safetu  needs  before  he  is  concerned  about  the 
hlo^ler  level  peuchological  needs  Cbelonglno.  eeteem,  and 
self-actualization) .  Once  an  individual  has  raasonablu  satisfied 
his  physiological  and  safetu  needs,  the  job  and  co-workers 
become  Important  factors  in  satisfying  one’s  belonging  neede. 
Esteem  is  met  in  the  work  environment  through  job  feedback 
Cpraisa),  recognition,  increased  responsibility,  advancement, 
etc.  The  highest  order  need,  self-actualization,  is  met  when  an 
individual  achieves  his  goals  and  full  potential  CDuBrin,  1981; 
Frantzve,  1983;  Pytlik,  1985).  Maslow’s  theory  gives  some 
insight  into  what  motivates  workers  to  perform,  but  does  not  fit 
all  situations;  for  example,  there  is  the  ’’starving  artist”  who 
is  motivated  to  paint  even  when  his  lowest  level  needs  are  not 
being  met  CDuBrin,  1981;  Frantzve,  1983).  Frederick  Herzberg's 
research  and  conclusions  help  explain  soma  of  the  conflicta  in 
naslow’s  theory. 

Kerzberg  conducted  extensive  research  in  the  1950s  concerning 
job  attitudes,  factors  associated  with  those  attitudes,  and  the 
effects  of  job  attitudes  on  work  performance.  His  research  led 
tc  the  development  of  his  Motivation-Hygiene  Theory.  According 
to  Herzberg,  work  is  comprised  of  positive  ’’intrinsic”  factors, 
also  called  motivators  or  satisfiers,  and  negative  ”extrinslc” 
factors,  called  hygiene  factors  or  dissatisf iers.  The  positive 
factors  Cachiavement ,  recognition,  the  work  itself,  responsibil¬ 
ity,  advancement,  and  psychological  growth)  lead  directly  to  job 
motivation  and  job  satisfaction,  while  the  negative  factors 


Ccompanu  policy  and  administration,  supervision,  interpersonal 
relationahips ,  luorkino  conditions,  salary,  status,  and  security) 
either  cause  dissatisfaction  or  prevent  it,  but  do  not  "eotlvate" 
workers  to  perform  CDuBrln,  1981;  HerzberOi  Mausner  ft  Snyderman, 
1966;  Pytlik,  1985). 

Herzbaro  stressed  that  the  hygiene  factors  must  be 
addressed  in  order  to  maintain  the  "health"  of  the 
organization;  that  is,  a  nominal  level  of  productivity. 

Good  salary,  working  conditions,  supervision,  and 
relationahips  are  important  but  they  should  not  be 
mistaken  for  motivational  tools.  Only  challenging  work, 
recognition  for  achievement,  responsibility,  and  a 
chance  to  advance  and  grow  will  truly  motivate  people 
to  excel  and  sustain  increased  performance  levels. 

CPytlik,  1995,  p.  14) 

Herzbsrg  concluded  that  there  was  a  positive  relationship  between 
job  attitudes,  job  satisfaction,  and  productivity /performance 
CHerzberg  at  al.,  1966).  9offle  authors  refute  that  conclusion 
CPldag  ft  Brief,  1979;  Ford,  1969;  Frantzve,  1963),  but  this  and 
other  theories  are  important  because  they  help  explain  the 
relationships  and  importance  of  job  attitudes,  job  satisfaction, 
and  motivation  in  the  work  environment. 

Positive  (intrinsic)  factors  lead  directly  to  job  motivation 
and  Job  satisfaction  CHerzberg  et  al.,  1966).  In  a  1980  study, 
Dirnberger  (paraphrasing  a  1976  Air  Univarsitu  Review  article 
by  K.  K.  Crooch)  concludes  that  "intrinsically  satisfying  jobs 
will  attract  and  retain  more  CAF3  members.  5atisflsd  individuals 
will  tend  to  perform  more  effectively  and  efficiently"  Cp.  8). 
Aldag  and  Brief  (1979)  state,  "intrinsic  motivation  is  positively 


•ssoclatad  with  job  satisfaction”  Cp.  144),  and  Frantzvs  CISBS) 
dlractlu  corralataa  job  attitudes  with  job  satisfaction. 

Oroanlzatlonal  behavior  llteraturs  clsarly  shows  the 
interralation  and  Importance  of  job  attitudes,  job  satisfaction, 
and  motivation  In  the  work  anvlronmsnt  and  Identifies  many 
additional  factors  of  Importance.  Leaders  and  manaysrs,  whether 
civilian  or  military,  need  to  be  coynlzant  of  thaes  additional 
factors  If  they  wish  to  maintain  and  retain  strong,  productive 
work  forces.  Some  of  tha  factors  which  ars  rspaatadly  discussed 
and  highlighted  In  tha  literature  Include  autonomy  CAldag  ft 
Brief,  1979;  Hampton,  Summer  ft  Webber,  197B),  achlavamant  CFord, 
1969;  Hampton  at  al.,  1979;  Herzbarg  at  al . ,  1966),  tha  use  of 
goals  COuBrln,  1991;  Frantzvs,  1963;  Harwell,  1994),  recognition 
(Ford,  1969;  Frantzve,  1963;  Harwell,  1994;  Harzbsrg  at  al . , 

1966;  Wllkarson  ft  Short,  1963),  challsnga  and  rseponslblllty 
CAldag  ft  Brief,  1979;  Boran,  1980;  Clarke  ft  Preesntl,  1974;  Ford, 
1969;  Herzberg  at  al.,  1966),  feedback  CBoren,  1980;  DuBrin, 

1981;  Frantzve,  1963;  Hampton  at  al.,  1976),  supervision  and 
leadership  CDuBrln,  1981;  Harwell,  1984;  Herzberg  at  al.,  1966), 
and  interesting  and  meaningful  work  with  the  opportunity  for 
personal  growth  CAldag  ft  Brief,  1979;  Boron,  1980;  Clarka  ft 
Presantl,  1974;  Ford,  1969;  Herzberg  at  al.,  1966). 

Dlractlu  Related  Studiae 

Of  four  studies  found,  only  two  mention,  and  one  discusses. 


ATC  specifically.  In  a  1961  study,  Austin,  using  tha  Initial 


portion  of  tho  OAP  data  baaa,  comparad  tha  job  attitudaa  of  ATC 

T-37  and  T-38  pilots  with  thosa  of  othar  Air  Forca  pilots  and 

of floors.  Austin’s  study  was  similar  to  tha  proaant  rosoarch 

although  much  moro  llmltad.  His  conclusions  showed  significant 

dlfferencss  batuoan  ATC  pilots  and  othar  pilots  and  officers  with 

ATC  pilots  ganarally  having  mors  positive  attitudes  than  the 

othar  tuo  groups.  Austin  Idantlflsd  uork  rapatltlon,  lack  of 

autonomy,  and  lack  of  opportunity  for  advancement  or  recognition 

as  irritants  among  ATC  pilots  CAustln,  19B1>.  In  19B0,  Rlalay 

used  OAP  data  to  compare  tha  job  attitudes  and  perceptions  of 

pilots  from  Air  Force  Bystams  Command,  ATC,  Strategic  Air 

Command,  and  the  Tactical  Air  Command.  Rieley’s  study,  however, 

treated  each  MAJCtin  anonymously  due  to  the  potential  ’’aenaltl” 

vlty”  of  comparing  Air  Force  MAJCOns  by  name.  Rleley  found 

significant  differences  between  MAJCOMs  for  60%  of  the  OAP 

variables  CRioley,  1960).  A  1980  study  by  Dlrnberger  shotusd 

a  strong,  consistent  relationship  between  job  motivation/ 
satisfaction  and  command  of  assignment.  This  relation¬ 
ship  implies  that  negative  job  satisfiors  exist  more  in 
soma  commands  than  in  others  and  that  soma  commands  may 
be  able  to  increase  member  retention  and  productivity 
through  management/supervisory  actions.  Cp.  vii) 

This  study  did  not  identify  any  of  ths  nAJCOMs  used  in  the 

analysis,  but  we  can  begin  to  see,  not  surprisingly,  that  Air 

Force  riAJCOfls  do  have  differencea  in  the  job  attitudaa  of  their 

personnel . 

A  related  1976  study  of  Mar ins  flight  inatructors  in  tha 
Naval  Air  Training  Command  showad  that  thosa  personnel  within  a 


sister  service  trsinlno  command  felt  they  uers  doiny  uiorthwhlla 
work,  had  rasponslbls  and  challanalnB  jobs,  and,  in  spits  of  lony 
workiny  hours,  were  yenarally  satisfied  with  their  jobs 
Criatthsus,  Richardson  ft  Buckley,  197B) .  This  study  may  indicate 
military  tralnlny  Inatructors/teachers  in  yaneral  have  hiyh  sat¬ 
isfaction  with  their  work.  The  limited  availability  and  nature 
of  these  studies  hlyhliyht  the  need  and  potential  value  of  this 
current  research  and  lead  to  two  vary  tentative  hypotheses. 

Rogoarch  HuBothBaaa 

One  hypothesis  of  this  study  is  that  there  are  siynificant 
differences  in  the  job  attitudes  of  ATC  personnel  versus  othsr 
Air  Force  personnel.  A  second  hypothesis,  based  primarily  upon 
the  author’s  experience  and  perceptions  of  ATC  and  a  preliminary 
Cunpublished)  study,  is  that  ATC  job  attitudes  will  yenarally  be 
hiyher  than  those  of  other  Air  Force  personnel . 


Chaptar  Three 
riETHOD 

Introduction 

The  measurement  and  analysis  of  job  attitudes  uithin  an 
organization  are  of  little  value  if  the  users  of  that  information 
do  not  understand  its  origin  and  treatment.  This  chapter 
explains  the  origin  (data  collection)  and  treatment  Cdata 
analysis)  for  the  present  research  effort.  Specifically,  it 
discusses  the  QAP  survey  instrument,  data  collection  methods, 
the  research  subjects,  and  the  data  analysis  procedures. 

Inatrumantation 

The  data  collection  instrument  used  for  the  present  research 

is  the  QAP,  a  109-itam  job  attitude  survey  developed  jointly  by 

the  LhDC  and  AFHRL.  The  roots  of  the  survey  Cand  the  creation  of 

the  LMOC)  go  back  to  the  all  volunteer  force  and  efforts  by  the 

former  Air  Force  Chief  of  Staff,  General  David  C.  Jonas,  to 

improve  quality  of  life  and  leadership  and  management  practices 

in  the  Air  Force  CShort,  1SB5).  Specifically, 

The  survey  uias  designed  to  support  LIIDC  in  its  mission 
to:  Cl)  assist  LMOC  consultants  and  traveling  teams 

in  the  identification  of  organizational  leadership/ 
management  strangtha  and  weaknesses;  CS)  provide  feed¬ 
back  to  Air  Force  Professional  Military  Education 
schools,  and  C3)  establish  a  data  base  in  support  of 
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Air  Force-uida  oroanlzatianal  effectiveness  research 
efforts.  CShort,  19B5,  p. 


The  OAP  surveu  CAppendix  contains  16  demopraphic  items  and  93 
attitudinal  items  separated  into  six  modules:  job  inventory •  Job 
desires,  supervision,  uiork  yroup  productivity,  oroanization 
climate,  and  job  related  issues.  The  QAP  survey  is  further  sepa¬ 
rated  into  "factors”  and  "variables"  Csee  Appendix  D)  to  more 
specifically  assess  the  results  of  the  survey  and  aid  the  LMDC  in 
their  manayement  consultation  process. 

The  interested  reader  can  find  a  wide  variety  of  studies 
pertaininy  to  QAP  construction  and  analysis;  Hendrix  and 
Halverson  C1979D,  Hiyhtouier  and  Short  C19SS),  flahr  C19BS),  Short 
C1985),  and  Short  and  Hamilton  C19B1).  These  studies  show  the 
□AP  to  be  a  valid,  reliable  survey  instrument.  After  a  factor- 
by-factor  analysis  of  the  QAP,  Short  and  Hamilton  C19B1)  found 
the  primary  factors*  reliabilities  to  be  acceptable  to  excellent. 
In  their  19B5  study,  Hlyhtower  and  Short  ayain  found  the  OAP  to 
be  a  valid  data  yatheriny  instrument.  In  the  most  recent  and 
comprehensive  study  of  the  SAP,  Short  CISBS^  confirmed  "the  use 
of  the  OAP  as  both  a  data  gathering  and  evaluation  instrument” 

Cp.  37). 


Oata  CflJilBetJiBn 

The  data  used  in  the  present  research  ware  collected  by  the 
LMDC  through  their  management  consultation  process.  A  brief  look 
at  that  process  shows  the  reader  the  data  collection  and  follow- 
on  procedures. 


Tha  LMDC  management  consultation  process  begins  uhan  an 
organizational  commander,  normally  a  wing  or  base  commander, 
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requests  the  LMDC  consultation  services.  Leadership  and  Manage¬ 


ment  Development  Center  personnel  respond  with  a  pre-visit  to  the 


requesting  organization  for  important  face-to-face  contact 


between  representatives  of  both  organizations.  A  data  gathering 


visit  soon  follows  and  is  used  for  DAP  survey  administration,  the 


key  step  in  the  data  gathering  process.  The  LMDC  personnel 


administer  the  DAP  survey  in  group  sessions,  over  approximately 


a  one-week  period.  Every  available  person  completes  the  survey. 


which  makes  the  results  an  accurate  census  of  each  organization. 


However,  only  LMDC  personnel  handle  the  completed  surveys  to 


ensure  the  anonymity  of  the  participants’  responses.  The  LMDC 


personnel  then  analyze  the  survey  data  and,  approximately  six 


weeks  later,  return  to  the  organization  C tailored  visit!  to  pro¬ 


vide  specific  feedback  to  the  organizational  commander  and  key 


supervisors.  When  specific  problems  are  identified,  LMDC  person¬ 


nel  work  with  appropriate  organizational  personnel  to  develop 


management  action  plans.  As  a  final  step  in  the  management 


consultation  process,  LMDC  personnel  make  a  follow-up  visit  to 


tha  organization  Cif  warranted!  four  to  six  months  after  the 


tailored  visit  to  assess  the  organization’s  progress  CTha 


L,  1383;  Short,  1385!. 


All  DAP  data  are  maintained  by  the  LMDC  in  two  computer 


files:  a  ’’historical”  file  of  DAP  surveys  completsd  through  30 


mm 
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September  ISBl  and  an  "active”  file  containing  data  since  that 
time.  One  or  both  files  may  be  accessed  for  research  or  other 
purposes,  but  the  present  research  uses  the  active  file  (through 
16  September  1965).  As  noted  previously,  the  QAP  survey  contains 
16  demographic  items.  Houever,  other  demographic  data  uere 
collected  in  the  administrative  section  of  the  DAP  survey  ansuier 
sheet  and  stored  in  the  data  files,  to  include:  uiork  group  code, 
personnel  category  and  pay  grade,  age,  sex,  primary  Air  Force 
specialty  code  (PAFSC),  duty  Air  Force  specialty  code  COAFSC), 
base,  and  nAJCQM.  Some  of  these  data  uiill  be  discussed,  along 
with  the  16  demographic  items,  in  Chapter  Four. 

Subiects 

To  analyze  job  attitudes  of  ATC  personnel  and  compare  them 
uiith  the  rest  of  the  Air  Force,  the  current  DAP  data  mere  divided 
into  two  groups,  ”ATC"  personnel  and  "other”  data  base  personnel 
Call  other  Air  Force  personnel  in  the  data  base).  These  two 
groups  were  further  separated  into  officer,  enlisted,  and  civil¬ 
ian  personnel  categories  to  permit  a  more  comprehensive  and 
meaningful  comparison  and  analysis.  Table  1  shows  the  actual 
sizes  of  the  comparison  groups.  The  data  for  this  research  proj¬ 
ect  were  gathered  through  CAP  survey  administrations  at  14  ATC 
bases  and/or  direct  reporting  units  Cfor  the  ATC  groups)  and  74 
bases  and  USAF  operating  locations  (in  the  continental  United 
States  and  overseas)  encompassing  all  hAJCOn’S  and  many  other 


direct  reporting  units  or  special  operating  agencies  CFor  the 
’’other”  comparison  groups)  . 


Table  1 

Size  of  Comparison  Groups 


Group 

OFFicers 

Enlisted 

Civilians 

ATC 

1,369 

6,649 

1,900 

Other 

10,944 

63,996 

22,794 

PrQsaaurBa 

The  GAP  data  For  this  research  are  separated  into  two 
categories,  demographic  and  attitudinal,  and  compared  using 
diFFerent  procedures  in  each  category*  Comparison  1,  ’’Analysis 
oF  Demographic  InFormation, ”  is  a  straight Forward  comparison  oF 
demographic  data  and  is  used  to  characterize  each  sample  group. 
The  demographic  comparison  tables  are  located  in  Appendix  A. 
Comparison  S,  ’’Comparison  oF  ATC  Personnel  to  Other  Data  Base 
Personnel,”  compares  the  OAP  survey  responses,  For  21  oF  the  OAP 
Factors,  For  six  comparison  groups:  ATC  oFFicers  versus  other 
Air  Force  oFFicers,  ATC  enlisted  personnel  versus  other  Air  Force 
enlisted  personnel,  and  ATC  civilians  versus  other  Air  Force 
civilians.  Results  oF  these  comparisons  are  shown  in  Appendix  B. 

For  Comparison  2,  statistical  tests  were  used  to  determine 
statistically  signiFicant  diFFerencss  between  comparison  groups 
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for  responses  to  esch  of  the  21  OAP  Factors.  The  avsraoe  score 
Cmean)  uas  computed  for  each  OAP  factor  and  each  comparison 
group,  and  those  means  uera  compared  using  the  tuo-tailsd 
test,  a  common  statistical  test.  An  £.-tsst  was  used  to  test 
the  assumption  of  equal  variances  for  comparison  groups  and, 
where  appropriate,  ^-tests  for  unequal  variance  groups  wars  . 
used.  An  Alpha*. 05  level  of  significance  was  used  for  the 
L-tssts  which  means  there  is  a  3Sk  confidence  level  in  the 
reliabilitu  of  the  results  obtained  by  comparing  the  groups’ 
responses.  This  is  a  commonly  used  and  conventionally  acceptable 
confidence  level .  The  statistically  significant  differences 
found  using  these  tests  are  shown  in  Chapter  Four  and  are  the 
primary  basis  for  the  discussion  in  Chapter  Five. 


Chapter  Four 


RESULTS 

This  chapter  presents  the  results  of  Comparison  1,  ’’Analysis 
of  Demographic  Information,”  and  Comparison  S,  "Comparison  of  ATC 
Personnel  to  Other  Data  Base  Personnel . ” 

Analysis  of  Demooranhic  Information 

Tables  A-1  through  A-SO  in  Appendix  A  depict  the  demographic 
and  background  data  for  LI1DC  data  base  responses  for  ATC  person¬ 
nel  compared  to  those  of  other  Air  Force  personnel.  In  most 
cases,  ATC  personnel  closely  match  their  Air  Force  counterparts. 
The  following  paragraphs  briefly  discuss  the  "typical”  ATC  data 
base  officer,  enlisted  member,  and  civilian  and  pinpoint  those 
feu  areas  where  they  differ  from  their  Air  Force  data  base  coun¬ 
terparts.  Please  keep  in  mind  that  these  descriptions  are  based 
on  responses  to  the  DAP  survey  and  may  not  necessarily  be  repre¬ 
sentative  of  all  ATC  or  other  Air  Force  personnel. 

The  typical  ATC  data  base  officer  is  a  white,  married  male 
between  SI  and  35  years  of  age.  Approximately  one  half  of  the 
ATC  officers  have  6  or  less  years  in  the  Air  Force.  Sixty 
percent  have  been  in  their  ATC  career  fields  for  36  months  or 
less  and  have  IS  months  or  less  in  their  current  duty  positions. 
The  majority  C70*£^  are  supervisors,  supervising  three  or  more 


people  CSS'i),  but  only  S?'i  urlte  officer  effectiveness  reports 
COERs),  airmen  performance  reports  CAPRs),  or  civilian 
appraisals.  Air  Training  Command  supervisors  hold  group  meet¬ 
ings,  and  group  meetings  to  solve  problems,  more  frequently  than 
their  non-ATC  counterparts.  Just  over  50*i  say  they  will  make  the 
Air  Force  a  career  with  an  additional  S3*i  responding  they  will 
"likely”  make  it  a  career.  The  majority  CGO^)  have  completed 
some  professional  military  education  CPME)  and  39%  hold  an 
advanced  academic  degree.  Typical  ATC  data  base  officers  closely 
parallel  other  Air  Force  data  base  officers  with  few  exceptions. 

□ther  Air  Force  data  base  officers  are  slightly  older  than 
their  ATC  counterparts,  and  20%  more  have  been  in  their  present 
career  fields  greater  than  36  months.  Other  Air  Force  officers, 
in  general,  have  less  opportunity  to  supervise  and,  consequently, 
write  a  smaller  percentage  of  QERs,  APRs,  and  civilian  appraisals 
than  their  ATC  counterparts.  Career  intent  is  virtually  identi¬ 
cal  between  both  groups.  Other  Air  Force  officers  hold  a  slight 
edge  in  PFIE  completion  C65%  versus  60%)  and  advanced  degrees  C46% 
versus  39%) . 

The  typical  ATC  data  base  enlisted  member  is  a  white,  married 
male  between  17  and  30  years  of  age.  Over  half  have  9  or  more 
years  in  the  Air  Force  and  the  majority  C60%)  have  been  in  their 
present  career  fields  for  more  than  36  months.  Nearly  60%  have 
been  in  their  present  duty  positions  18  months  or  less.  Almost 
three  quarters  of  the  ATC  enlisted  members  are  married  with  over 
60%  of  their  spouses  employed.  Thirty-five  percent  of  the  ATC 
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enlisted  members  are  supervisors  with  30:  writing  APRs  or 
civilian  appraisals.  Just  over  half  indicate  they  will  make  the 
Air  Force  a  career.  Thirty  percent  say  they  will  "likely”  or 
"maybe"  make  the  Air  Force  a  career,  and  IVi  indicate  a  "likely" 
or  positive  Intent  to  separate.  More  than  60%  have  completed 
some  undergraduate  work  while  an  additional  5%  have  earned  bach¬ 
elor’s  or  master’s  degrees.  Although  closely  paralleling  other 
Air  Force  data  base  enlisted  members,  ATC  enlisted  data  base 
members  have  some  demographic  differences. 

Other  Air  Force  data  base  enlisted  members  are  slightly 
younger  than  their  ATC  counterparts  and  have  less  time  in  the  Air 
Force.  Other  Air  Force  enlisted  members  also  have  less  time  in 

their  present  career  fields,  at  their  present  duty  stations,  and 

in  their  present  positions.  They  are  less  likely  to  be  married 
with  a  smaller  percentage  of  their  spouses  working  outside  the 
home.  Only  33%  (versus  5S%  for  ATC)  indicate  they  will  make  the 

Air  Force  a  career;  40%  say  "likely"  or  "maybe"  to  an  Air  Force 

career . 

Air  Training  Command  data  base  civilians  are  mostly  female 
(53%),  white  (79%),  married  (76%),  and  41  years  of  age  or  older 
(60%) .  More  than  53%  have  greater  than  IS  years  of  federal  ser¬ 
vice.  Additionally,  a  large  proportion  have  greater  than  36 
months  in  their  present  career  fields  (70%),  at  their  present 
duty  stations  (66%),  and  in  their  present  duty  positions  (46%). 
Over  73%  of  their  spouses  are  employed.  Slightly  less  than  one 
third  of  the  ATC  civilians  are  supervisors.  The  slight  majority 


C51%}  say  they  will  make  civil  service  a  career  while  S3%  aay 
"likely’*  and  say  "maybe”.  Just  under  two  thirds  have  soma 
college  work,  and  9%  have  a  bachelor’s  degree,  4^  a  master’s 
degree,  and  lass  than  l!l(  a  doctoral  degree. 

There  are  very  Few  demographic  differences  between  ATC  data 
base  civilians  and  other  Air  Force  data  base  civilians.  While 
the  ATC  civilians  are  mostly  female,  only  395j  of  the  non-ATC 
civilians  are  female.  Air  Training  Command  civilians  Include 
more  white  and  less  Hispanic  personnel.  A  slightly  larger  per** 
centage  C36%)  of  the  ATC  civilians  are  supervisors  than  are  the 
non-ATC  civilians  C30%) . 


Statistically  significant  differences  were  found  between  ATC 
data  base  personnel  and  other  Air  Force  data  base  personnel  mean 
scores  for  nearly  every  job  attitude  factor  measured.  Table  S 
depicts  those  significant  differences,  by  OAP  factor,  for  each 
personnel  category.  The  plus  (-•-)  signs  in  Table  P  indlcata  those 
factors  where  the  ATC  personnel  had  the  higher  mean  scores  Cgan- 
erally  indicating  higher,  more  positive  attitudes)  as  compared  to 
other  Air  Force  personnel .  Air  Training  Command  personnel  had 
the  higher  mean  scores  in  each  case  where  a  significant  differ¬ 
ence  was  found.  This  supports  the  author’s  hypotheses  more 
strongly  than  expected.  The  Appendix  B  tables  depict  specific 
results  of  the  analyses  while  the  following  paragraphs  briefly 
discuss  the  attitudinal  differences  for  each  personnel  category. 


Table  S 


OAP  Factors  and  SlQnificant  DiFFerencas 
Between  ATC  Personnel  and  Other  Air  Force  Personnel 


□AP  Factors 

SigniFicant  OiFFerences 
OFFicer  Enlisted  Civilian 

Job  PerFormance  Goals 

+ 

♦ 

Task  Characteristics 

♦ 

+ 

Task  Autonomy 

+ 

+ 

Work  Repetition 

+ 

+ 

Desired  Repet it ive/Easy  Tasks 

Job-Related  Training 

+ 

+ 

+ 

+ 

Skill  Uariety 

+ 

4- 

Task  Identity 

♦ 

+ 

4- 

Task  SigniFicance 

+ 

* 

Job  Feedback 

+ 

♦ 

Need  For  Enrichment 

4- 

4- 

Job  Motivation  Index 

+ 

4- 

Uork  Support 

+ 

+ 

4> 

Management/Supervisicn 

♦ 

+ 

4- 

Supervisory  Communications  Climate 

♦ 

•f 

4- 

Organizational  Communications  Climate 

+ 

4- 

Pride 

4- 

Ad vancemen t / Recogn i t i on 

+ 

♦ 

Uork  Group  EFFectiveness 

+ 

+ 

♦ 

Job-Related  SatisFaction 

+ 

4- 

General  Organizational  Climate 

♦ 

+ 

♦ 

ai 


Air  Training  Command  officers’  responses  mere  signif icantlg 
different  from  their  Air  Force  counterparts’  responses  for  19  of 


SI  CAP  factors.  The  only  exceptions  uiare  Task  Autonomy  and 
Desired  Repetitive/Easy  Tasks.  For  each  of  the  factors,  include 
ing  the  tuo  inhere  no  significant  differences  mere  found,  ATC 
officers  had  the  higher  mean  responses,  generally  indicating  more 
positive  attitudes  and/or  greater  satisfaction. 

ATC  Enlisted  nembers  versus  Other  Enlisted  nembers 

Air  Training  Command  enlisted  members’  responses  were  signif¬ 
icantly  higher  than  their  Air  Force  counterparts’  responses  for 
SO  of  the  31  OAP  factors.  The  single  exception  was  Desired 
Repetitive/Easy  Tasks.  Air  Training  Command  enlisted  members’ 
higher  mean  responses  indicate  higher  levels  of  job  satisfaction 
and  more  positive  job  attitudes. 

ATC  Civilians  versus  Other  Civilians 

The  only  DAP  Factor  which  was  not  significantly  different  for 
ATC  civilians  versus  other  civilians  is  Advancement/Recognition. 
Air  Training  Command  civilians  had  higher  mean  scores  on  all  31 
DAP  factors. 


Summaru 

A  review  of  the  DAP  survey  data  Cand  comparisons  of  that 
data?  used  in  the  present  research  provides  interesting  results 
for  discussion.  Air  Training  Command  data  base  personnel  closely 
parallel,  with  few  exceptions,  their  Air  Force  data  base 


countarparts  with  raspact  to  tha  damographic  and  background 
data  uaad  For  the  present  research.  Ullth  respect  to  job  atti¬ 
tudes  and  job  satisfaction,  however,  ATC  personnel  differ 
markedly  from  their  Air  Force  counterparts.  The  comparisons  of 
OAP  factors  by  personnel  category  show  two  distinct  results: 
statistically  significant  differences  for  59  of  63  C94%)  of  tha 
□AP  factor  comparisons  and  higher  means  Cgensrally  indicating 
more  positive  job  attitudes  and  higher  job  satisfaction!  for  ATC 
personnel  For  59  of  59  C1003t!  of  the  significantly  different  com¬ 
parisons.  Chapter  Five  provides  a  more  detailed  analysis  and 
discussion  of  these  results. 
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Chapter  Five 


DISCUSSION.  CONCLUSIONS,  AND  RECOMHENDATIONS 

Introduction 

The  results  of  the  present  research  clearly  support  ths 
suthor’s  hypotheses  by  showing  that  ATC  personnel,  in  the  three 
categories  studied,  have  significantly  different,  and  much  more 
poaitlve,  job  attitudes  than  other  Air  Force  personnel  for  nearly 
every  OAP  comparison  Factor.  As  ths  tables  in  Appendix  B  show, 
most  of  the  significant  differences  were  found  at  beyond  the 
SS.S%  confidence  level  versus  the  predetermined  S5%  confidence 
level.  The  following  psragraphs  attempt  to  explain  those 
results,  draw  some  conclusions  from  the  results,  and  make  some 
recommendations  based  upon  the  results. 

PlBeuaaiflo 

Before  the  results  of  the  present  research  are  discussed,  the 
reader  needs  to  be  aware  of  the  limitations  in  this  research 
effort.  The  author  believes  there  is  one  major  limitation  asso** 
dated  with  the  DAP  survey  administration  and  the  survey  results. 

The  LMDC  consultation  services  and  OAP  survey  administration  were 
initiated  by  the  organization  surveyed  and  not  by  LMDC  personnel . 

Air  Force  commanders,  for  whatever  their  reasons,  requested  this 

I 
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LMDC  service.  The  surveys,  therefore,  mere  not  administered  to  a 
random  sample  of  organizations  and  the  results  could  be  biased. 
There  is  no  uay,  houiever,  to  measure  bias  in  the  research  data 
nor  any  reason  to  assume  there  is  any  real  difference  betueen  the 
ATC  and  non-ATC  data  as  a  result  of  this  method  of  survey  initia¬ 
tion.  The  reader  needs  to  remember,  houever,  that  even  though 
the  survey  sample  groups  are  reasonably  large,  the  OAP  data  used 
for  the  present  research  only  represents  the  attitudes  of  ATC 
data  base  officers  versus  all  other  Air  Force  data  base  offi¬ 
cers,  ATC  data  base  enlisted  members  versus  all  other  Air  Force 
data  base  enlisted  members,  and  ATC  data  base  civilians  ver¬ 
sus  all  other  Air  Force  data  base  civilians.  The  author  does 
not  believe  that  this  limitation  significantly  impacts  the 
results  of  the  present  research  effort  and  assumes  the  data 
accurately  depict  the  job  attitudes  of  ATC  personnel  and  other 
Air  Force  personnel . 

Uhile  the  OAP  survey  shous  uhere  attitudinal  differences 
exist  betueen  comparison  groups,  hou  great  those  differences  are, 
and  to  uhat  confidence  level  those  differences  are  measured,  it 
does  not  explain  uhy  those  differences  exist.  In  the  author’s 
opinion,  those  differences  are  caused  by  a  number  of  factors 
uhich  make  ATC  an  attractive  command  to  work  in.  Those  Factors 
Include  such  things  as  selective  screening  of  Air  Force  personnel 
For  ATC  duty,  the  reuardlng  nature  of  instructor  duty,  a  more 
stable  home  life,  feuer  remote  assignments  for  ATC  personnel, 
controlled  tours,  and  the  excellent  locations  and  climates  of  ATC 
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bases  Clncludlno  the  lack  of  northern  tier  bases).  Those  Fac¬ 
tors,  and  a  close  look  at  the  seven  OAP  factors  that  shouted  the 
largar  absolute  differences  in  eeana  for  all  three  comparison 
groups,  uiill  help  explain  the  Job  attltudlnal  differences  between 
ATC  and  other  Air  Force  personnel.  These  OAP  factors  are  Job- 
Related  Training,  Task  Significance,  nanagsment /Supervision, 
Supervisory  Communications  Climate,  Organizational  Communications 
Climate,  Pride,  and  General  Organizational  Climate. 

Job-Related  Training 

This  factor  measures  individuals’  perceptions  of  the 
technical  training  they  received  to  perform  their  current  Jobs, 
on-ths-job  COJT)  instructional  methods,  and  OJT  instructors* 
competence.  Ue  would  expect  the  Air  Force’s  training  command  to 
do  a  superior  job  of  training  its  personnel  and  the  factor  scores 
suggest  that  it  is.  Perhaps  the  attitudes  of  Air  Training 
Command  personnel  start  out  more  positive  than  their  Air  Force 
counterparts’  attitudes  because  ATC  personnel  receive  better 
training  and  feel  better  prepared  to  perform  their  jobs. 

Task  Slonlfleanca 

Ths  Task  Significance  factor  is  derived  from  items  IS  CTo 
what  extent  is  your  job  significant,  in  that  it  affects  others  in 
some  Important  way?)  and  87  CTo  what  extent  does  doing  your  job 
well  affect  a  lot  of  people?).  Air  Training  Command  personnel 
feel  more  strongly  than  other  Air  Force  personnel  that  their  work 
is  significant  and  that  doing  it  wsll  can  affect  a  lot  of  people 
in  some  Important  way.  The  author  believes  this  is  a  common 


attitude  amono  Instructors/teachars  as  shouin,  although  not  con- 
clusivelu,  bu  the  narlne  Flight  Instructor  and  Naval  Training 
Command  study  Chatthauis  at  al..  1S7B1  discussed  In  Chapter  Tuo. 


nanaoamant/SuDarvlslon 

This  factor  Is  derived  From  CAP  Items  SB  through  65  and 
measures  Individuals*  perceptions  oF  their  supervisors.  More 
speclFlcally,  it  depicts  people’s  attitudes  concerning  their 
supervisors'  planning  abilities,  establishment  oF  high  perfor¬ 
mance  standards  and  good  work  procedures,  encouragement  of  team¬ 
work,  explanation  of  procedures  to  each  group  member,  performance 
under  pressure,  etc.  There  Is  no  obvious  reason  why  the 
responses  to  this  Factor  should  be  significantly  higher  For  ATC 
personnel  than  for  other  Air  Force  personnel .  Perhaps  ATC 
supervisors  are  more  readily  available  and  able  to  work  with  and 
help  their  subordinates  more  than  other  Air  Force  supervisors. 
Uhatever  the  reasons  For  these  more  positive  attitudes  towards 
their  supervisors  among  ATC  subordinates,  it  appears  the  rest  of 
the  Air  Force  could  learn  something  From  ATC  to  strengthen  their 
supervisor /subordinate  relationships . 

SuDBrvisoru  Communications  Climate 

The  CAP  survey  results  For  this  Factor  Indicate  that  ATC 
supervisors  do  a  better  job  of  communicating  with  their 
subordinates  than  do  Air  Force  supervisors  in  general .  Supervi¬ 
sory  Communications  Climate  addresses  the  Feedback  supervisors 
give  subordinates,  whether  or  not  supervisors  seek  subordinates’ 
ideas  on  task  improvements,  and  whether  supervisors  explain  how 


thair  Jobs  contribute  to  the  mission,  help  subordinates  set  spe¬ 
cific  goals >  and  help  subordinates  Improve  their  performance.  It 
appears  that  ATC  supervisors  are  not  only  communicating  with 
their  subordinates,  but  are  helping  them  as  wall.  Again,  there 
is  no  reason  ATC  supervisors  should  be  significantly  better 
communicators  than  other  Air  Force  supervisors,  but  ATC  subordi¬ 
nates  believe  they  are. 
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If  supervisory  communications  are  strong  and  positive  within 
an  organization,  one  might  expect  to  find  a  strong  organizational 
communications  climate  as  well.  This  appears  to  be  the  case 
within  ATC.  Air  Training  Command  personnel  have  significantly 
more  positive  attitudes  towards  this  factor  than  do  their  non-ATC 
counterparts.  This  factor  deals  primarily  with  how  well  the 
organization  keeps  its  personnel  informed,  whether  or  not  the 
organization  has  clear  cut  and  reasonable  goals,  and  if  individ¬ 
uals  in  the  organization  can  air  their  complaints  satisfactorily. 
Pride 

This  factor  is  the  result  of  two  DAP  items,  3S  CTo  what 
extent  are  you  proud  of  your  job?l  and  46  CTo  what  extent  does 
your  work  give  you  a  feeling  of  pride?) .  Air  Training  Command 
personnel  reflected  significantly  higher  responses  to,  and  more 
favorable  attitudes  towards,  this  factor  than  their  Air  Force 
counterparts.  One  possible  explanation  For  this  difference  is 
that  ATC  personnel  train  many  new,  young  officers  and  enlisted 
members.  Part  of  that  training,  instilling  a  sense  of  pride  in 


those  individuals,  is  most  affect ivsly  accomplished  uihen  the 
instructors  have  the  same  strong  sense  of  pride  in  themselves, 
their  uork,  and  their  organizations,  ^^dditionallui  many  ATC 
personnel  are  hand-picked  for  their  positions.  This  might  con¬ 
tribute  to  their  more  positive  job  attitudes  and  sense  of  pride 
in  themselves  and  their  organizations. 


Air  Training  Command  personnel  have  more  positive  attitudes 
concerning  their  organizational  climates  than  do  their  non-ATC 
counterparts.  This  result  is  not  surprising  considering  the 
overwhelmingly  positive  responses  of  ATC  personnel  to  all  other 
□AP  factors  and  the  types  of  items  that  form  this  factor  Ci terns 
87-90,  92-95,  97,  and  98  in  Appendix  C).  This  factor  encompasses 
responses  about  the  organization’s  interest  in  its  people,  recog¬ 
nition  of  personnel,  teamwork  and  cooperation  among  co-workers 
and  work  groups,  and  mission  accomplishment. 

Additional  items,  while  not  specifically  pertaining  to  the 
General  Organizational  Climate  factor,  might  help  explain  why  ATC 
personnel's  attitudes  are  much  more  positive  than  non-ATC  person¬ 
nel’s  attitudes.  Air  Training  Command  bass  locations  should 
contribute  positively  to  personnel  attitudes  because  there  are 
no  northern  and/or  remote  locations.  Additionally,  ATC  personnel 
generally  have  controlled  tour  lengths  and  do  not  have  remote 
tours  of  duty  or  pull  alert  duty  away  from  their  families.  As 
compared  to  other  nAJCOMs  Cin  the  author’s  opinion),  ATC  person¬ 
nel  have  a  more  stable  home  life.  Perhaps,  above  all  else,  ATC 


laadera  and  manaoars  are  almplu  dolnp  a  superb  job  of  ffiotlvatlng 
their  personnel  and  creating  a  great  uiork  environment  For  them. 


Conclusions 

The  OAP  survey  data  and  comparison  results  for  this  research 
support  the  folloulng  conclusions: 

1 .  Job  attitudes  of  ATC  data  base  officers  are  significantly 
more  positive  than  those  of  all  other  data  base  officers. 

5.  Job  attitudes  of  ATC  data  base  enlisted  members  are 
significantly  more  positive  than  those  of  all  other  data  base 
enlisted  members. 

3.  Job  attitudes  of  ATC  data  base  civilians  are  signifi¬ 
cantly  more  positive  than  those  of  all  other  data  base  civiliana. 

4.  Survey  results  do  not  indicate  any  job  attitude  uieak- 
nesses  that  ATC  leaders  and  managers  need  to  improve  upon;  ATC  is 
in  excellent  shape  concerning  the  job  attitudes  of  its  personnel. 

Whether  or  not  ATC  personnel  are  motivating  and  otherwise 
positively  influencing  current  and  future  Air  Force  members 
cannot  be  proven  through  the  OAP  survey .  However ,  the  strong , 
positive  attitudes  of  ATC  personnel  indicated  by  this  research 
most  likely  help  provide  the  proper  influence.  Air  Training 
Command  leaders  and  managers  seem  to  be  properly  influencing 
their  personnel  as  well,  but  they  must  continus  their  efforts  to 
ksep  personnsl  attitudes  strong.  That  those  influences,  and  pos¬ 
itive  Job  attitudes,  are  stronger  for  virtually  every  QAP  factor 
is  significant  and  the  basis  For  the  rscommendations  that  follow. 


T 


1 .  Ulhatevar  ATC  leaders  and  managers  are  doing  to  influence 
and  motivate  their  personnel,  it  is  obviouslg  uorking.  Air 
Training  Command  leaders  and  managers  should  continue  their 
present  practices. 

S.  The  Air  Force,  uith  the  assistance  of  ATC,  LMDC,  and 
AFHRL  personnel,  should  complete  a  more  in-depth  analgsis  of  ATC 
personnel  to  determine  specifically  uhy  their  attitudes  are  sig¬ 
nificantly  different,  and  more  positive  across-the-board,  from 
other  Air  Force  personnel . 

3.  The  Air  Force  should  then  apply  the  information  gained 
from  the  in-depth  study  to  improve  the  job  attitudes  of  non-ATC 
personnel . 

Dirnberger  C19S0)  states,  .  negative  job  satisfiers 

exist  mors  in  some  commands  than  in  others  and  that  some  commands 
may  be  able  to  increase  member  retention  and  productivity  through 
management/supervisory  actions"  Cp.  viiiD.  This  author  concludes 
that  ATC  has  positive  job  satisfiers  that  may  be  useful  for 
managers/supervisors  in  other  Air  Force  riAJCOns  to  improve  Job 
attitudes,  retention,  and  productivity. 
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DEnOGRAPHIC  AND  BACKGROUND  INFDRHATION 


Appandlx  A 


Table  A-1 


Sex  by  Personnel  Category 


naleC%l 
a-  8,185 

-ATC - 

FeealeC^) 

1,713 

- Data 

nalaCils) 

78,349 

Base - 

FemaleC%) 

17,923 

Officer 

15.0 

8.0 

12.0 

7.7 

Enlisted 

74.1 

33.9 

70.7 

42.9 

Civilian 

10. S 

58.1 

17.3 

49.4 

Table  A-S 


Age  by  Personnel  Category 


—ATC - 

Data  Base - 

0ffC%5 

EnlC%) 

ClvC%3 

0ffC!fe3 

EnlC%3 

CivC%3 

a  - 

1,369 

6,649 

1,899 

10,944 

63,891 

22,789 

17 

to 

20 

Yrs 

00.0 

8.7 

.9 

00.0 

14.3 

1.2 

21 

to 

25 

Yrs 

15.8 

25.8 

5.1 

11.6 

39.3 

6.3 

26 

to 

30 

Yrs 

29.9 

20.3 

9.4 

27.7 

19.4 

10.6 

31 

to 

35 

Yrs 

21.0 

23.1 

13.0 

23.6 

13.6 

14.5 

36 

to 

40 

Yrs 

19.4 

17.0 

11.8 

19.6 

9.0 

14.2 

41 

to 

45 

Yrs 

9.7 

3.9 

12.8 

11.3 

2.6 

12.5 

46 

to 

50 

Yrs 

3.1 

.7 

15.3 

3.5 

.7 

13.9 

>  50  Yrs 

1.0 

.5 

31.6 

2.3 

.7 

26.7 
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Table  A-3 


Time  In  Air  Force 


Pi  X  La 

OffCJisJ 

EnlC^l 

ClvC%> 

OffCJlt) 

EnlC%> 

CivC^k) 

a  - 

1,367 

6,641 

1,601 

10,985 

63,719 

80,884 

<  1  Yr 

l.S 

4.8 

5.0 

3.6 

7.3 

5.1 

1  to  S  Yrs 

5.3 

6.0 

4.9 

5.4 

18.5 

5.1 

8  to  3  Yrs 

10.5 

7.7 

4.4 

7.3 

13.0 

5.3 

3  to  4  Yrs 

6.9 

7.9 

5.0 

6.9 

11.7 

4.9 

4  to  8  Yrs 

81.6 

16.5 

13.5 

81.5 

80.9 

11.7 

6  to  18  Yrs 

15.7 

15.7 

13.4 

16.8 

18.6 

18.4 

>  18  Yrs 

36.4 

40.0 

53.6 

39.8 

88.0 

55.5 

Table  A-4 

nonths 

In  Present  Career  Field 

— 

‘UsbV  BoiBC 

0ffC%) 

EnlC%> 

ClvC\) 

QffCScJ 

EnlC%) 

ClvCX^ 

a  - 

1,363 

6,686 

1,645 

10,865 

63,509 

88,800 

<  6  nos 

6.8 

4.8 

5.9 

5.8 

4.9 

5.6 

6  to  18  flos 

13.6 

6.7 

5.9 

7.0 

6.8 

7.4 

18  to  18  Mos 

10.3 

7.8 

6.8 

7.6 

8.3 

6.0 

18  to  36  nos 

89.7 

80.3 

11.9 

80.5 

80.9 

13.6 

>  36  nos 

40.8 

60.4 

70,8 

59.7 

57.7 

67.3 

Table  A-5 

nonths 

at  Present  Duty 

8tatlon 

— ATC - 

OffCUJ 

EnlC%l 

ClvCSt) 

OffCSsl 

EnlC%} 

CivC%) 

a  - 

1,364 

6,606 

1,639 

10,918 

63,566 

88,886 

<  6  nos 

8.7 

18.8 

6.1 

14.4 

15.7 

6.3 

6  to  18  nos 

17.8 

15.0 

6.6 

16.6 

16.9 

8.0 

18  to  16  nos 

13.6 

15.4 

6.5 

16.6 

16.8 

6.8 

16  to  36  nos 

40.4 

30.3 

13.8 

35.3 

38.4 

15.3 

>  36  nos 

80.8 

87.1 

67.6 

17.1 

16.9 

64.8 
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Table  A-6 

rionths  In  Present  Position 
- ATC -  - Data  Base 


a  - 

OffC^kl 

1,363 

EnlC^l 

6,611 

CivC?0 

1,865 

OffCi) 

10,904 

EnlC%) 

63,491 

ClvC%) 

SS,41S 

a 

— 

<  6  Mos 

S4.9 

SS.S 

IS. 5 

S6.4 

SB. 3 

14.0 

i  -’  \  ; 

6  to  IS  Mos 

sa.i 

SO. 4 

13.0 

S4.3 

S4.5 

15.0 

. 

IS  to  IB  Mos 

16.4 

16.7 

10.8 

17.0 

16.3 

10. S 

i  ' 

IB  to  36  Mos 

S4.9 

SS.4 

17.5 

S4.B 

SS.4 

19.6 

>  36  Mos 

4.8 

15.0 

46. S 

7.4 

9.6 

41.0 

■  m 

Table  A-7 
Ethnic  Group 

ATC -  - Data  Base 


EnlC%l 

ClvCSsJ 

EnICJkJ 

CivC5{) 

a-  1,3B7 

6,615 

1,BB4 

10,BB5 

63,43S 

SS,446 

B 

Uhlte 

69.9 

74.5 

78.8 

87. S 

71.3 

66.3 

B 

Black 

4.4 

13.4 

7.5 

6.1 

16.6 

9.7 

Hispanic 

S.l 

5.5 

7.S 

S.4 

5.S 

16.9 

Other 

3.6 

6.6 

6.5 

4.3 

6.9 

7.1 

HH 

Table  A-B 


Marital  Status 


—ATC - 

■Data  Base - 

• 

QffCJS) 

EnlCSt) 

CivC5t) 

DFFC%) 

EnlCSs) 

CivCJIS) 

a  “ 

1,367 

6,646 

l.BBB 

10,935 

63,773 

SS,73S 

Not  Married 

SI. 9 

S4.8 

17. S 

SO. 9 

36.6 

IB. 7 

’i' 

Married 

77.1 

73.1 

76.4 

77.4 

61.1 

75.3 

Single  Parent 

1.0 

S.S 

6.4 

1 .6 

S.3 

6.0 
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Table  A-9 


Spouse  Status:  ATC 


Seoaraphlcallu  Separated 

— Not  Geo .  Separated — 

□ffC%5 

Enl<%) 

Civets) 

DfFC%) 

EnlC%l 

CivCJk) 

n  -  57 

316 

90 

997 

4,539 

1,352 

Civilian  Emploued  61.4 

63.0 

66.7 

40.5 

50.6 

61.3 

Not  Employed  19 . 3 

SS.O 

13.3 

53.0 

40.3 

26.9 

Nilitaru  Member  19.3 

IS.O 

20.0 

6.5 

9.1 

11.9 

Table  A-10 

Spouse  Status:  Data 

Base 

Geographical lu  Separated 

— Not  Geo.  8eparated — 

OffCSsJ 

EnlC%l 

CivCSsl 

OffCSs) 

EnlCX) 

ClvC%l 

a  -  3B1 

3,197 

979 

8,105 

35,768 

16,134 

Civilian  Employed  56.7 

58.1 

69.4 

33.7 

36.3 

53.5 

Not  Employed  20.2 

26.6 

18.1 

57.4 

48.9 

34.9 

Military  Member  21.1 

15.3 

12.5 

8.9 

14.9 

11.6 

Table  A-11 

Educational  Level 

HIU 

’uai»a  BOW 

OffC%) 

EnlC%l 

CivC5s5 

DffC\) 

EnlCSsl 

CivCSs) 

a  - 

1,366 

6,631 

1,872 

10,913 

63,655 

22,486 

Non-HS  Grad 

0.0 

0.5 

6.6 

0.0 

0.8 

5.3 

KS  Grad  or  GED 

0.3 

33.5 

31.9 

0.2 

46.4 

26.8 

<  2  Yrs  College 

0.0 

37.6 

27.9 

0.3 

34.3 

23.5 

>  2  Yrs  College 

0.9 

23.3 

20.6 

1.4 

15.0 

16.2 

Bachelors  Osgras 

60.2 

4.4 

9.9 

52.1 

3.0 

15.8 

Masters  Degree 

33.4 

0.7 

3.5 

37.7 

0.5 

7.3 

Doctoral  Degree 

5.3 

0.0 

0.3 

9.2 

0.0 

1.1 
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Table  A-ia 

ProFsssianal  Milltaru  Education 

- ATC -  - Data  Base - 


OffC%) 

EnlC%) 

OffCJfcJ 

EnlCJt5 

a  - 

1,367 

6,640 

10,930 

63,741 

None 

36.3 

22.5 

33.6 

31.6 

Phase  1  or  5 

.7 

22.3 

1.1 

29.9 

Phase  3 

i.a 

20.6 

1.2 

16.9 

Phase  4 

1.5 

22.7 

.6 

11.5 

,  i 

Senior  NCO  Academy 

.2 

8.5 

.1 

4.9 

*  \ 

Sq  Officer  School 

27.4 

.2 

26.7 

.2 

Int  Service  School 

21.5 

2.2 

23.6 

2.9 

Snr  Service  School 

9.2 

.2 

12.7 

.1 

Table  A-13 


Number  of  People  Directly  Supervised 


0ffC%3 

“ATC - 

EnlC!s3 

CivCS£3 

DffC%3 

■Data  Base 

EnlC%3 

CivCSs) 

a  - 

1,361 

6,107 

1,979 

10,694 

57,902 

22,691 

T,‘  %  . 

None 

33.5 

65.0 

70.0 

45.9 

59.6 

75.4 

1  Person 

7.7 

5.4 

4.5 

6.7 

7.6 

2.2 

2  People 

9.3 

4.6 

2.8 

5.6 

7.5 

2.0 

3  People 

12.1 

3.5 

3.4 

7.0 

5.7 

2.2 

4  to  5  People 

14.9 

5.4 

4.4 

12.6 

6.2 

4.5 

Is 

6  to  6  People 

11.6 

6.6 

4.0 

9.3 

4.6 

3.7 

9  or  >  People 

10.7 

9.5 

10. B 

12.7 

6.5 

s.s 
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Table  A-14 

Number  of  People  for  Uhom  Respondent  Urites  OER/ APR /Appraisal 


— ATC - 

— 

■Data  Base 

OffCJIsD 

EnlC%) 

CivC%) 

0ffC%) 

EnlC%) 

*CivC%) 

a  - 

1,364 

6,643 

1,990 

10,917 

63,670 

22,729 

None 

43.0 

69.2 

74.7 

52.5 

66.3 

79.1 

1  Person 

10.4 

6.0 

4.2 

9.1 

9.9 

1.9 

S  People 

9.1 

5.1 

3.0 

6.7 

9.1 

1.9 

3  People 

9.9 

3.9 

3.1 

6.9 

5.9 

2.0 

4  to  S  People 

12.5 

4.9 

4.2 

11.2 

7.2 

3.9  j 

6  to  9  People 

9.9 

4.5 

2.7 

9.2 

2.2 

3.2 

9  or  >  People 

5.3 

6.4 

9.1 

5.4 

1.5 

9.2 

Table  A-15 

5upervisor  Urites  Respondent’s  OER/APR/Appraisal 

OffCSs) 

E  -  1,347 

Data  Bas 

EnlCSO 

62,936 

M  1  ^ 

EnlC%) 

6,577 

ClvC%) 

1,927 

0ffC%) 

10,779 

"civCSsl 

22,009 

Yes 

92.9 

90.0 

92.4 

76.9 

69.3 

77.5 

No 

9.9 

12.2 

9.9 

14.9 

19.4 

9.6 

Not 

Sure  7.3 

7.9 

9.9 

9.4 

11.3 

12.9 

Table  A-16 

Work  5chedule 

Hi  Li 

□ffC!t) 

EnlC%) 

CivCStl 

DffCJfe) 

EnlCJfe) 

CivCil 

E  - 

1,357 

6,599 

1,656 

10,930 

63,257 

22,279 

Day  5hlFt 

56.9 

63.4 

69.3 

59.4 

59.7 

97.9 

5uino  5hlft 

0.0 

5.1 

3.6 

0.3 

7.6 

3.2 

Mid  Shift 

0.1 

2.4 

0.4 

0.1 

3.1 

0.6 

Rotating  Shifts 

7.1 

6.4 

4.2 

4.4 

14.2 

4.6 

Irregular  Schedule  22.1 

16.2 

2.9 

11 .3 

11.6 

2.2 

Freq  TDY/On-call 

6.6 

4.1 

0.3 

9.3 

2.3 

1.0 

Crew  Schedule 

5.2 

0.5 

0.2 

16.2 

1.4 

0.4 
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Table  A-17 

Supervisor  Holds  Group  Meetings 


-Data  Base- 


GffC%3 

EnlC^sD 

CivCSjD 

Off C%5 

EnlCSsl 

CivC%) 

u.  - 

l.SSS 

E.5EG 

1,870 

10,805 

G2,83G 

22,423 

Never 

3.7 

9.4 

10.4 

7.0 

17.2 

10.0 

Occasional Ig 

14.3 

34. S 

34.8 

24.0 

33.7 

34.7 

Monthly 

7.4 

17.2 

8.7 

14.4 

7.8 

19.5 

Uleekly 

51.0 

28.4 

41.4 

41.2 

27.3 

29.4 

Daily 

21.1 

7.2 

3.0 

11.3 

11. S 

4.8 

Continuously 

2.0 

3.1 

1.8 

2.1 

2.1 

1.8 

Table 

A-18 

Supervisor  Holds  Group  Meetings  to  Solve  Problems 


— -ATC - 

—  —  —  —  — 

■Data  Base 

OffC%) 

EnlC%) 

CivC%) 

OffC%) 

EnlC%) 

CivC%) 

a  - 

1,350 

G,551 

1,842 

10,749 

B2,409 

22,118 

Never 

8.7 

17.1 

21.7 

IG.l 

25.8 

24.4 

Occasionally 

40.8 

39. G 

41.3 

42.8 

39.8 

45.1 

Half  the  Time 

25.9 

18.0 

15.0 

21.4 

IG.G 

15.4 

Always 

24.7 

25.4 

22.0 

19. G 

17.8 

15.1 

Table 

A-19 

Aeronautical 

Rating  and 

Current 

Status 

— 

- ATC 

- Data 

Base - 

OffC!t) 

EnlCSi) 

OffC%l 

EnlC%) 

a 

-  1 , 357 

G,292 

10.78G 

G2,9G3 

Nonrated, 

Not  on  Aircrew 

55. B 

94. G 

G2.0 

90.2 

Nonrated , 

Now  on  Aircrew 

0.2 

0.7 

2.7 

2.2 

Rated, 

on 

Crew/Ops  Job 

35.2 

0.8 

25.9 

1.7 

K 

Rated, 

in 

Support  Job 

9.0 

3.9 

9.4 

5.9 

! 
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Table  A-SO 
Career  Intent 


— Data  Base 


Retire  IS  Iloa 
Career 

Likely  Career 
Maybe  Career 
Likely  Separate 
Separate 


- ATC - 


□ffC5s) 

EnlC5i!) 

1.3ES 

B.SSS 

S.S 

4.5 

51.1 

51.6 

SS.5 

15.4 

17.3 

14.4 

4.3 

8.6 

S.S 

5.6 

CivCSs) 

1.5BS 

QffC%) 
10, BBS 

7.S 

3.6 

50.7 

51. S 

SS.B 

SS.4 

IS. 5 

14.7 

3.6 

5.1 

S.S 

S.S 

EnlC%) 

63,518 

ClvC%) 
IS, 633 

S.S 

E.S 

33.1 

51.4 

IS.l 

S3. 5 

SI. 3 

18.7 

14.1 

3.4 

S.4 

8.8 

Note:  The  number  (q>)  is  the  total  number  of  valid  responses 

for  the  factor  beiny  examined.  These  numbers  are  not  the 
same  each  time,  and  differ  slightly  from  the  numbers  in 
Table  1,  due  to  invalid  responses  on  survey  response 
sheets.  Invalid  responses  include  those  that  are  not 
marked,  are  marked  tuice,  etc. 
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Table  B-1 

Comparleon  of  QAP  Factor  Scorae 
Batuiaan  ATC  and  Other  Officer  a 


THE  WORK  ITSELF 

Number 
of  Cases 

Mean 

Standard 

Deviation 

a 

OL 

1 

Job  Performance  Goala 
ATC  Officers 

Other  Officers 

1.330 

10.508 

4.86 

4.70 

0.95 

0.99 

11636 

6.16 

«•* 

Task  Characteristics 
ATC  Officers 

Other  Officers 

1.336 

10.563 

5.49 

5.36 

0.64 

0.96 

1813 

6.97 

••• 

Task  Autonomu 

ATC  Officers 

Other  Officers 

1.331 

10,601 

4.60 

4.55 

1.44 

1.35 

1637 

1.10 

Work  Repetition 

ATC  Officers 

Other  Officers 

1,356 

10,757 

4.56 

4.68 

1.37 

1.37 

16111 

7.08 

••• 

Desired  Rspstitiva/ 
Easg  Tasks 

ATC  Officers 

Other  Officers 

1,309 

10,441 

6.51 

6.47 

1.05 

1.05 

11746 

1.09 

Job-Related  Training 
ATC  Officers 

Other  Officers 

1,115 

6,479 

4.96 

4.66 

1.44 

1.46 

9596 

5.51 

••• 

Approximate  daoraaa  of  freedom  are  given  whan  ]^-taat 

for  groupe  with  unequal  variances  is  used. 

•a  <  .05.  ••a  <  .01.  •••a  <  -ooi. 
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Table  B-1  CContlnued) 


JOB 

ENRICHMENT 

Number 

of  Cases 

Mean 

Standard 

Deviation 

a 

dL 

L 

Skill  Uarietu 

ATC  OFFicers 

Other  Officers 

1,360 

10.B3S 

5.56 

5.48 

1.19 

1.89 

1784 

4.78 

••• 

Task  Identity 

ATC  Officers 

Other  Officers 

1,3S7 

10,603 

5.36 

5.80 

1.14 

1.88 

1771 

5.87 

••• 

Task  Significance 

ATC  Officers 

Other  Officers 

1,360 

10,651 

6.04 

5.76 

1.05 

1.87 

1694 

9.03 

Job  Feedback 

ATC  Officers 

Other  Officers 

1,356 

10,683 

4. 36 
4. 68 

1.09 

1.19 

1769 

8.60 

•• 

Need  for  Enrichment 
ATC  Officers 

Other  Officers 

1,381 

10,565 

6.15 

6.06 

0.63 

0.67 

1700 

8.61 

•• 

Job  Motivation  Index 
ATC  Officers 

Other  OFFicers 

1,866 

3,674 

138.51 

185.46 

69.36 

67.10 

11136 

3.49 

••• 

Approximate  degrees  of  freedom  CdC.)  are  given  uhsn  ^-test 
For  groups  uith  unequal  variances  is  used. 


Appendix  B 


Table  B-1  CContlnuad) 


WORK  GROUP  PROCESS 

Number 
of  Cases 

Mean 

Standard 

Deviation 

a 

L 

Uork  Support 

1173S 

6.96  ••• 

ATC  Officers 

l.SSH 

4.76 

1.05 

Other  Officers 

10,417 

4.54 

l.OS 

nanaoemant/Suparvlslon 

1729 

6.04  ••• 

ATC  Officers 

1,306 

5.51 

1.S4 

Other  Offlcare 

10,198 

5.29 

1.35 

Supervisory  Communications 

1643 

5.43  ••• 

ATC  Officers 

i.aso 

5.05 

1.31 

Other  Officers 

S,995 

4.84 

1.43 

Orgenlzatlonal  Communications 

1726 

9.03  ••* 

ATC  Officers 

i.ass 

5.16 

1.15 

Other  Officers 

10,046 

4.85 

1.27 

Approximate  deoraaa  of  freedom  C|^  are  given  uhan  ^-taat 
for  oc'oupe  ulth  unequal  variance  is  used. 


•ft  <  .05.  ••!  <  .01.  ♦••ft  <  .001. 
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Table  B-1  CContluned) 


UQRK  GROUP  OUTPUT 

Number 

of  Cases 

hsan 

Standard 

Deviation 

a 

OL 

L 

Pride 

1818 

9.47 

««• 

ATC  Officers 

1,353 

5.7B 

1.85 

Other  Officers 

10,794 

5.44 

1.41 

Advancement / Recogn 1 t i on 

11660 

4.61 

••• 

ATC  Officers 

1^310 

4.78 

1.18 

Other  Officers 

10,358 

4.56 

1.19 

Work  Group  Effectiveness 

1880 

6. 63 

••• 

ATC  Officers 

1,385 

5.99 

0.93 

Other  Officers 

10,457 

5.74 

1.10 

Job-Related  Satisfaction 

1634 

8.41 

••• 

ATC  Officers 

1,849 

5.59 

1.03 

Other  Officers 

9,741 

5.33 

1.10 

General  Organizational 

Climate 

1666 

7.15 

ATC  Officers 

1,889 

5.43 

1.19 

Other  Officers 

10,13B 

5.17 

1.86 

Approxleate  degrees  of  rrsedom  are  given  when  £,-teat 

for  groups  with  unequal  variance  is  used. 


•a  <  .05. 


••a  <  .01.  wa  <  .001. 
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Table  B-S 

CcMparlaon  of  OAP  Factor  Scorea 
Betwaan  ATC  and  Other  Enlletad  Parsonnel 


THE  WORK  ITSELF 

Number 
of  Cases 

hean 

Standard 

Deviation 

a 

dL 

& 

Job  Performance  Goala 
ATC  Enlisted 

Other  Enlisted 

6.396 

61,478 

4.99 

4.71 

0.96 

0.96 

67674 

61.65 

••• 

Task  Characteristics 
ATC  Enlisted 

Other  Enlisted 

6,403 

60,689 

5.41 

5.00 

0.97 

1.00 

7914 

36.05 

••• 

Task  Autonomg 

ATC  Enlisted 

Other  Enlisted 

6,400 

60,997 

4.69 

3.79 

1.43 

1.41 

67395 

67.05 

Uork  Repetition 

ATC  Enlisted 

Other  Enlisted 

6,S6S 

66,801 

5.63 

5.16 

1.33 

1.37 

6066 

6.30 

••• 

Desired  Repetitive/ 
Easy  Tasks 

ATC  Enlisted 

Other  Enlisted 

6,434 

61 . 659 

3.19 

3.66 

1.45 

1.41 

7769 

-1.96 

Job-Related  Training 
ATC  Enlisted 

Other  Enlisted 

6,649 

60,165 

4.79 

4.44 

1.57 

1.56 

66376 

16.50 

••• 

a 

Approximata  degraaa  of  freedom  CdPD  are  given  uhen  ^-test 
for  groups  with  unequal  variances  is  ussd. 
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Table  8-8  CContlnuad) 


JOB 

ENBlCKriENT 

Number 

of  Caaaa 

Maan 

Standard 

Deviation 

a 

dL 

L 

Skill  Uarlatu 

ATC  Enllatad 

Othar  Enllatad 

6. 568 
68,731 

5.08 

4.55 

1.48 

1.4S 

6063 

85.43 

Taak  Identity 

ATC  Enllatad 

Othar  Enllatad 

6,577 

68,688 

5.48 

5.01 

1.80 

1.8S 

6135 

85.91 

mmm 

Taak  Significance 

ATC  Enllatad 

Othar  Enllatad 

6,583 

63,817 

6.04 

5.66 

1.16 

1.38 

6476 

85.04 

••• 

Job  Feedback 

ATC  Enllatad 

Othar  Enllatad 

6,568 

63,030 

5.10 

4.78 

1.87 

1.8S 

69610 

88.65 

••• 

Need  for  Enrichment 
ATC  Enllatad 

Othar  Enllatad 

6,416 

61,810 

5.77 

5.44 

1.16 

1.84 

6057 

81.65 

••• 

Job  Motivation  Index 
ATC  Enllatad 

Othar  Enllatad 

6,018 

56,635 

187.83 

37.55 

78.70 

61.09 

6940 

31.14 

••• 

Approximate  dapreoa  of  rraadom  are  given  whan  ^-taat 

for  groupe  with  unequal  varlancaa  la  uaed. 


>11  <  .05. 


••a  <  .01. 


•••a  <  .001. 
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Tabla  B-S  CContlnuad) 


WORK  GROUP  PROCESS 

Number 

of  Cases 

Mean 

Standard 

Deviation 

a 

dL 

k 

Work  Support 

67816 

25.73 

ATC  Enlisted 

6.401 

4.87 

1.11 

Other  Enlisted 

61,417 

4.50 

1.11 

Management/Supervlslon 

7779 

16.50 

••• 

ATC  Enlisted 

6,270 

5.23 

1.51 

Other  Enlisted 

SS.S3S 

4.86 

1.56 

Supervisory  Communications 

7738 

23.74 

••• 

ATC  Enlisted 

6,279 

4.97 

1.59 

Other  Enlisted 

S9,77B 

4.47 

1.63 

Organizational  Communications 

64623 

20.77 

••• 

ATC  Enlisted 

6,250 

4.70 

1.31 

Other  Enlisted 

56,375 

4.34 

1.31 

Approximate  dagreea  of  freedom  are  given  uihen  ^-test 

for  groups  ulth  unequal  variances  Is  used. 
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Teble  B-S  C Continued) 


UORK  GROUP  OUTPUT 


Number  Stenderd 

of  Caeee  tieen  Deviation 


Pride 

ATC  Enlieted 
Other  Enlieted 


6,539 

62,631 


Advancement /Recoonition 
ATC  Enlieted  6,302 

Other  Enlieted  60,591 

Work  Group  Effect iveneee 
ATC  Enlieted  6,366 

Other  Enlieted  60,625 

Job-Related  Gatlefactlon 
ATC  Enlisted  6,013 

Other  Enlieted  54,906 

General  Oroanlzatlonal 
Climate 

ATC  Enlieted  6,164 

Other  Enlieted  58,379 


5.45 

4.64 


4.53 

4.24 


5.72 

5.44 


5.33 

4.92 


4.94 

4.35 


1.53 

1.65 


1.20 

1.19 


1.16 

1.25 


1.16 

1.22 


1.35 

1.39 


8214  30.28 


66691  16.38  ••• 


7985  16.63 


7555  26.16 


7637  32.57  ••• 


Approximate  degrees  of  freedom  are  given  when  ^-test 

for  groups  with  unequal  variances  is  used. 


•a  <  .05. 


♦•a  <  .01. 


•••a  <  .001. 
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Table  B-3 

Comparlaon  of  DAP  Factor  Scoraa 
Batuiaan  ATC  and  Other  Clvlllane 


THE  UORK  ITSELF 

Number 

standard 

a 

of  Cases 

Mean 

Deviation 

dL 

1 

Job  Performance  Goals 

2177 

9.39 

ATC  Civilians 

i.aia 

5.05 

0.93 

OtY^er  Civilians 

ai.sai 

4.84 

1.00 

Task  Characteristics 

2163 

10.70 

••• 

ATC  Civilians 

1,790 

5.52 

0.87 

Other  Civilians 

ai.4S5 

5.29 

0.96 

Task  Autonofflu 

23681 

6.15 

ATC  Civilians 

i.eas 

4.77 

1.35 

Other  Civilians 

21 , B54 

4.57 

1.35 

Work  Repetition 

2213 

8.21 

••• 

ATC  Civilians 

1,857 

4.90 

1.36 

Other  Civilians 

22,334 

4.63 

1.44 

Desired  Repetitive/ 
Easy  Tasks 

2132 

3.58 

*«• 

ATC  Civilians 

1,836 

3.21 

1.44 

Other  Civilians 

21,813 

3.08 

1.39 

Job-Related  Training 

21958 

6.64 

ATC  Civilians 

1,610 

4.74 

1.64 

Other  Civilians 

20,350 

4.45 

1.68 

** 

a 

Approximate  degrees 

of  freedom 

cat! 

are  given 

when  ];,-test 

- 

For  proups  with  unequal  variances  is  used. 


•a  <  .05. 


••a  <  .01. 


•••a  <  .001. 


56 


Appandlx  B 


Table  B-3  CContlnuad) 


JOB 

ENRICHMENT 

Number 
of  Caees 

Mean 

Standard 

Deviation 

a 

dL 

L 

Skill  Uarlatu 

ATC  Civilians 

Other  Civilians 

1.B55 

as.asH 

5.18 

5.07 

1.35 

1.37 

84147 

3.49 

Task  Identity 

ATC  Civilians 

Other  Civilians 

1,864 

28,344 

5.55 

5.38 

1.09 

1.18 

8841 

6.88 

••• 

Task  Significance 

ATC  Civilians 

Other  Civilians 

1,871 

22,330 

S.S9 

5.69 

1.06 

1.87 

8323 

11.48 

••• 

Job  Feedback 

ATC  Civilians 

Other  Civilians 

1,673 

28,36S 

5.88 

5.04 

1.19 

1.87 

8846 

6.68 

••• 

Need  For  Enrichment 
ATC  Civilians 

Other  Civilians 

1,606 

21,618 

5.75 

5.69 

1.19 

1.16 

83488 

8.03 

* 

Job  Motivation  Index 
ATC  Civilians 

Other  Civilians 

1,685 

20,006 

146.51 

129.93 

73.05 

70.08 

1953 

6.96 

••• 

a 

Approximate  deoraea  of  freedom  CsUl)  are  given  uihen  ^-test 
for  groups  with  unequal  variances  is  used. 


•ft  <  .05. 


••ft  <  .01. 


•••ft  <  .001. 


57 


i 


I 


Appendix  B 


Table  B-3  CContinuadD 


UQRK  GROUP  PROCESS 

Number 

Standard 

a 

of  Casas 

Mean 

Deviation 

UL 

L 

Work  Support 

2141 

12.15 

•w« 

ATC  Civilians 

1.800 

4.96 

1.06 

Other  Civilians 

81 , 662 

4.84 

1.11 

Manaaement /Supervision 

22634 

8.13 

ATC  Civilians 

1,778 

5.28 

1.62 

Other  Civilians 

21 , 058 

4.95 

1.64 

Supervlsoru  Communications 

22736 

7.19 

ATC  Civilians 

1,743 

4.65 

1.71 

Other  Civilians 

20,935 

4.55 

1.70 

Organizational  Communications 

2075 

11.26 

ATC  Civilians 

1,740 

4.96 

1.35 

Other  Civilians 

20,620 

4.58 

1.41 

a 

Approximate  degrees 

of  freedom 

are  given 

when  ftest 

for  oroupe  ulth  unequal  variances  is  used. 

•a  <  .05.  ••a  <  .01.  •••a  <  .ooi. 
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Table  6-3  (Continued) 


WORK  QROUP  OUTPUT 


Number 

Standard 

a 

of  Cases 

Mean  Deviation 

OL 

Pride 

2226 

6.69 

««« 

ATC  Civilians 

1,665 

5.63 

1.37 

Other  Civilians 

62.365 

5.40 

1.45 

Advancement / Recogn 1 t i on 

22526 

1.77 

ATC  Civilians 

1,713 

3.65 

1.36 

Other  Civilians 

20,617 

3.73 

1.34 

Work  Group  Effectiveness 

2152 

5.60 

mmm 

ATC  Civilians 

1,60S 

5.79 

1.20 

Other  Civilians 

21,550 

5.62 

1.26 

Job-Related  Satisfaction 

2036 

6.66 

mmm 

ATC  Civilians 

1,704 

5.59 

1.03 

Other  Civilians 

20,261 

5.41 

1.09 

General  Organizational 

Climate 

22296 

9.60 

mmm 

ATC  Civilians 

1,726 

5.10 

1.36 

Other  Civilians 

20,576 

4.76 

1.39 

a 

Approximate  degrees 

of  frsedom  (dfp 

are  given 

when  t-test 

for  groups  uith  unequal  variances  is 

used. 

•ft  <  .05.  ••a  <  .01. 

••♦a  < 

.001. 
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APPENDIX  C 

ORGANIZATIONAL  ASSESSMENT  PACKAGE 
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□rganlzatlonal  Aasassment  Package 
PRIUACY  ACT  STATEMENT 


In  accordance  uith  O.Q.O.  Directive  5400.11,  Personal  Privacy  and 
Rights  of  Individuals  Regarding  Their  Personnel  Records,  the  Fol- 
louiing  information  about  this  survey  is  provided: 

a.  Authority •  10  U.S.C.,  131. 

b.  Princioal  Purpose:  The  survey  is  being  conducted  to 
assess  your  organization  from  a  leadership  and  managament  per*- 
spectiva. 

c.  Routine  Uses;  Information  provided  by  respondents  will 
be  treated  confidentially.  The  averaged  data  will  be  used  for 
organizational  strength  and  weakness  identification  and  research 
development  purposes. 

d.  Participation!  Response  to  this  survey  is  voluntary. 

Your  cooperation  in  this  effort  is  appreciated. 
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SCN  84-96 
Explras  31  Dae  85 

SENERAL  INFDRnATIDN 


Tha  laadera  of  uour  organization  ara  ganulnalg  Intaraatad  In 
Improving  the  overall  conditions  mlthln  thalr  areas  of  rasponsl- 
bllltu*  Providing  a  more  satisfying  Air  Force  may  of  life  and 
Increasing  organizational  effectiveness  ara  also  goals.  One 
method  of  reaching  these  goals  la  by  continual  refinement  of  the 
management  processes  of  the  Air  Force.  Areas  of  concern  Include 
Job  related  Issues  such  as  leadership  and  management ;  training 
and  utilization;  motivation  of  and  concern  for  people;  and  the 
communication  process. 

This  survey  Is  Intended  to  provide  a  means  of  Identifying  areas 
lulthln  your  organization  needing  the  greatest  emphasis  In  tha 
Immediate  future.  You  will  be  aeked  questions  about  your  job, 
work  group,  supervisor,  and  organization.  For  the  results  to  bo 
useful,  It  Is  Important  that  ycxj  respond  to  each  statement 
thoughtfully,  honestly,  and  as  frankly  as  possible.  Remember, 
this  Is  not  a  tast,  there  ara  no  right  or  wrong  responses. 

Your  completed  response  sheet  will  be  processed  by  automated 
equipment,  and  be  summarized  In  statistical  form.  Your 
Individual  response  will  remain  confidential,  as  It  will  be 
combined  with  the  responses  of  many  other  persons,  and  used  for 
organizational  feedback  and  possibly  Air  Force  wide  studies. 


KEY  WORDS 

The  following  should  be  considered  as  key  words  throughout  the 
survey : 

—  Supervisor:  The  person  who  gives  you  your  day-to-day 

guidance  In  accomplishing  your  job. 

—  Work  Group:  All  persons  who  work  for  ths  same  supervisor 

that  you  do. 

—  Organization:  Your  squadron.  However,  If  you  work  In 

staff /support  agencies,  the  division  or  dep- 
utate  would  be  your  organization. 
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INSTRUCTIONS 


1.  All  Btetements  meu  be  ensuerad  by  filllno  In  the  appropriate 
apacaa  on  the  reaponaa  aheat  provided.  If  you  <1°  not  Find  a 
reaponse  that  flta  your  caaa  exactly,  use  the  one  that  is  the 
closast  to  the  way  you  faal. 

8,  Ba  sura  that  you  have  completed  Section  1  of  the  response 
sheet,  as  Instructed  by  the  survey  administrator,  before  begin* 
nlng  Section  S. 

3.  Please  use  the  pencil  provided,  and  observe  the  Following: 

—  Hake  heavy  black  marks  that  fill  the  spaces. 

—  Erase  cleanly  any  responses  you  wish  to  change. 

—  Make  no  stray  markings  of  any  kind  on  the  response  sheet. 
—  Do  not  staple,  fold  or  tear  the  response  sheet. 

—  Do  not  make  any  markings  on  the  survey  booklet. 

4.  The  response  sheet  has  a  0*7  scale.  The  survey  statements 
normally  require  a  1-7  response.  Use  the  zero  CO)  response  only 
if  the  statement  truly  does  not  apply  to  your  situation.  State¬ 
ments  are  responded  to  by  marking  the  appropriate  space  on  the 
response  sheet  as  in  the  following  example: 

Using  the  scale  below,  evaluate  the  sample  statement. 

1  "  Strongly  disagree  5  -  Slightly  agree 

8  •  hoderately  disagree  6  -  Moderately  agree 

3  -  Slightly  disagree  7  ■*  Strongly  agree 

4  ~  Neither  agree  nor  disagree 

Sample  Statement.  The  Information  your  work  group  receives 

from  other  work  groups  is  helpful . 

If  you  moderately  agree  with  the  sample  statement,  you  would 
blacken  the  oval  C6)  on  the  response  sheet. 

NA 

Sample  Rasoonsa:  CO)  Cl)  CS)  C3)  C4)  C5)  CB)  C7) 


5.  When  you  have  completed  the  survey,  please  turn  in  the  survey 
materials  as  Instructed  in  the  introduction. 
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BftCKGRQUND  INFQRBATim 


This  section  of  the  survey  concerns  your  bsckground.  The  infor¬ 
mation  rsquBstsd  is  to  insure  that  the  groups  you  belong  to  ara 
accurately  raprassntad  and  not  to  identify  you  as  an  individual. 
Please  use  the  separate  response  sheet  and  darken  the  oval  uihich 
corresponds  to  your  response  to  each  question. 

1.  Total  years  in  the  Air  Force: 


1. 

Lass 

than 

1 

year. 

8. 

More 

than 

1 

year. 

less  than  8  years. 

3. 

More 

than 

8 

years , 

Isas 

than  3 

years . 

4. 

More 

than 

3 

years , 

lass 

than  4 

years . 

5. 

More 

than 

4 

years , 

leas 

than  6 

years . 

6. 

More 

than 

6 

years, 

less 

than  18  years 

7. 

Mora 

than 

18  years 

• 

S.  Total  months  in  present  career  field: 


1. 

Leas 

than 

1  month. 

8. 

More 

than 

1  month,  less  than  6 

months . 

3. 

More 

than 

6  months. 

lass  than  18  months. 

4. 

More 

than 

18  months, 

less 

than 

18 

months 

5. 

Mors 

than 

18  months. 

leas 

than 

84 

months 

6. 

Mora 

than 

84  months. 

less 

than 

36 

months 

7. 

More 

than 

36  months. 

3.  Total  months  at  this  station: 


1. 

Less 

than 

1  month. 

8. 

Mora 

than 

1  month,  less  than  6 

months . 

3. 

More 

than 

6  months. 

less  than  18  months. 

4. 

More 

than 

18  months. 

Isas 

than 

16 

months . 

5. 

Mora 

than 

18  months. 

less 

than 

84 

months . 

6. 

More 

than 

84  months. 

less 

than 

36 

months . 

7. 

More 

than 

36  months. 

4.  Total  months  in  present  position: 

1 .  Less  than  1  month . 

8.  tiore  than  1  month,  less  than  6  months. 

3.  Mora  than  6  months,  less  than  18  months. 

4.  nore  than  18  months,  less  than  16  months. 

5.  More  than  18  months,  leas  than  84  months. 

6.  Mora  than  84  months,  less  than  36  months. 

7.  Mora  than  36  months. 
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5.  Your  Ethnic  Group  la: 

1.  American  Indian  or  Alaskan  Native 

S.  Asian  or  Pacific  Islander 

3.  Black,  not  of  Hispanic  QrlQln 

4 .  Hispanic 

5.  Uhlte,  not  of  Hispanic  Origin 

6 .  Other 

6.  Your  highest  education  level  attained  Is: 

1 .  Non-hlgh  school  graduate 

S.  High  school  graduate  or  GED 

3.  Less  than  tuio  uMrs  college 

4.  Tuo  users  or  more  college 

5 .  Bachelors  Degree 

6 .  Masters  Degree 

7 .  Doctoral  Degree 

7.  Highest  level  of  professional  mllltaru  education  Cresldence 
or  correspondence): 


0.  None  or  not  applicable 

1,  NCO  Orientation  Course  of  USAF  Supervisor  Course  CNCO 
Phase  1  or  SD/NCO  Preparatory  Course. 

S.  NCO  Leadership  School  CNCO  Phase  3) 

3.  NCO  Academy  CNCO  Phase  4) 

4.  Senior  NCO  Academy  CNCO  Phase  5) 

5.  Squadron  Officer  School 

6.  Intermediate  Service  School  Cl.e.,  ACSC,  or  equivalent) 

7.  Senior  Service  School  Cl.e.,  AWC,  ICAF,  NUC) 

B.  How  many  people  do  you  directly  supervise? 


1 .  None 

a.  1 

3.  a 


S.  For  how  many  people  do  you 
1 .  None 

a.  1 
3.  a 


4.  3 

5.  4  to  5 

6.  6  to  8 

7.  S  or  more 

write  performance  reports? 

4.  3 

5.  4  to  5 

6.  6  to  B 

7.  S  or  more 


EG 
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10.  Does  your  supervisor  actually  write  your  perForeance 
reports? 


1.  yes  S.  no  3.  not  sure 

11.  Uhich  of  the  follouino  "best**  describes  your  marital  status? 
0.  Not  Married 

1.  Married:  Spouse  is  a  civilian  employed  outside  home. 

5.  Married:  Spouse  is  a  civilian  employed  outside  home  - 

geoyraphically  separated. 

3.  Married:  Spouse  not  employed  outside  home. 

4.  Married:  Spouse  not  employed  outside  home  - 
geographical ly  separated . 

5.  Married:  Spouse  is  a  military  member. 

6.  Married:  Spouse  is  a  military  member  -  geographically 

separated . 

7 .  Single  Parent . 

18.  Uhat  is  your  usual  work  schedula? 

1.  Day  shift,  normally  stable  hours. 

8.  Swing  shift  Cabout  1600-8400) 

3.  Mid  shift  Cabout  8400-0600) 

4.  Rotating  shift  schedule 

5.  Day  or  shift  work  with  Irregular /unstable  hours. 

6.  Frequent  TOY/travel  or  frequently  on-call  to  report  to 
work. 

7 .  Crew  schedule 

13.  How  often  does  your  supervisor  hold  group  meetings? 

1.  Never  3.  Monthly  5.  Daily 

8.  Occasionally  4.  Weakly  6.  Continuously 

14.  How  often  are  group  meetings  used  to  solve  problems  and 
establish  goals? 

1.  Never  3.  About  half  the  time 

8.  Occasionally  4.  All  of  the  time 

15.  What  is  you  aeronautical  rating  and  current  status? 


1. 

Nonrated , 

not  on  aircrew 

3. 

Rated , 
job 

in 

crsw/operations 

8. 

Nonrated , 

now  on  aircrew 

4. 

Rated , 

in 

support  job 
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16.  Uhich  of  the  follouilno  best  describes  uour  career  or  smplou 
ment  intentions? 

1 .  Planning  to  retire  in  the  next  IS  months 
S.  Uill  continue  in/uith  the  Air  Force  as  a  career 
3.  Uill  most  likely  continue  in/uith  the  Air  Force  as  a 
career 

H.  nay  continue  in/uith  the  Air  Force 

5.  Uill  most  likely  not  make  the  Air  Force  a  career 

6.  Uill  separats/tsrmlnats  from  the  Air  Force  as  soon  as 
possible . 


JOB  INUENTQRV 

Belou  are  items  uhich  relate  to  your  job.  Read  each  statement 
carefully  and  then  decide  to  uhat  extent  the  statement  is  true 
of  your  job.  Indicate  the  extent  to  uhich  the  statement  is  true 
for  your  job  by  choosing  the  phrase  uhich  best  represents  your 
job. 


1  *  Not  at  all  5  ■■  To  a  fairly  large  extent 

8  "  To  a  very  little  extent  6  -  To  a  great  extent 

3  *  To  a  little  extent  7  -  To  a  very  great  extent 

*  To  e  moderate  extent 

Select  the  corresponding  number  for  each  question  and  enter  it  on 

the  separate  response  sheet. 

17.  To  uhat  extent  does  your  job  require  you  to  do  msny  differ¬ 
ent  things,  using  a  variety  of  your  talents  and  skills? 

18.  To  uhat  extent  does  your  job  involve  doing  a  uhole  task  or 
unit  of  uork? 

19.  To  uhat  extent  is  your  job  significant,  in  that  it  affects 
others  in  some  Important  uay? 

80.  To  uhat  extent  does  your  job  provide  a  great  deal  of  free¬ 
dom  and  independence  in  scheduling  your  uork? 

81 .  To  uhat  extant  does  your  job  provide  a  great  deal  of  free¬ 
dom  and  independence  in  selecting  your  oun  procedures  to 
accomplish  it? 


88.  To  uhat  extant  are  you  able  to  determine  hou  uell  you  are 
doing  your  job  uithout  Feedback  from  anyone  else? 


Appendix  C 


I 


'Vl 


I 


^  X 


i 


1  -  Not  at  all 
8  •  To  a  veru  little  extent 

3  -  To  e  little  extent 

4  *  To  a  moderate  extant 


5  -  To  a  falrlu  laroe  extent 

6  *  To  a  great  extent 

7  *  To  a  very  great  extent 


To  uhat  extent  do  additional  duties  Interfere  with  the 
performance  of  your  primary  job? 

To  what  extent  do  you  have  adequate  toola  and  equipment  to 
accomplish  your  job? 

To  what  extent  le  the  amount  of  work  space  provided 
adequate? 

To  what  extent  doae  your  job  provide  the  chance  to  know  for 
yourself  whan  you  do  a  good  job,  and  to  be  responsible  for 
your  own  work? 

To  what  extent  does  doing  your  job  well  affect  a  lot  of 
people? 

To  what  extent  does  your  jcA  provide  you  with  the  chance  to 
finish  completely  the  piece  of  work  you  hove  begun? 


To  what  extent  d( 
complex  skills? 


your  job  require  you  to  uee  a  number  of 


To  what  extent  does  your  job  give  you  freedoe  to  do  your 
work  as  you  see  fit? 


To  what  extent  are  you  allowed  to  eeke  the  eejor  decisions 
required  to  perform  your  job  well? 

To  what  extent  are  you  proud  of  your  job? 

To  what  extent  do  you  feel  aocountable  to  your  supervisor  in 
accomplishing  your  job? 

To  what  extant  do  you  know  exactly  what  Is  expected  of  you 
in  performing  your  job? 

To  what  extent  are  your  job  performance  goals  difficult  to 
accomplish? 

To  what  extent  are  your  job  performance  goals  clear? 

To  what  extent  are  your  job  performance  goals  specific? 
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1  -  Not  at  all  5  *  To  a  Fairly  large  extent 

S  «  To  a  very  little  extent  6  "  To  a  great  extent 

3  *  To  a  little  extent  7  -  To  a  very  great  extent 

4  -  To  a  moderate  extent 

38.  To  uihat  extent  are  your  job  performance  goals  realistic? 

39.  To  Uihat  extent  do  you  perform  the  same  tasks  repeatedly 
within  a  short  period  of  time? 

40.  To  what  extant  are  you  faced  with  the  same  type  of  problem 
on  a  weekly  basis? 

41 .  To  what  extent  are  you  aware  of  promotion/advancement 
opportunities  that  affect  you? 

4S.  To  what  extant  do  co-^workers  in  your  work  group  maintain 
high  standards  of  performance? 

43.  To  what  extent  do  you  have  the  opportunity  to  progress  up 
your  career  ladder? 

44.  To  what  extent  are  you  being  prepared  to  accept  increased 
responsibi 1 i ty? 

45.  To  what  extent  do  people  who  perform  wall  receive 
recognition? 

46.  To  what  extent  does  your  work  give  you  a  feeling  of  pride? 

47.  To  what  extent  do  you  have  the  opportunity  to  learn  skills 
which  will  improve  your  promotion  potential? 

48.  To  what  extent  do  you  have  the  necessary  supplies  to 
accomplish  your  job? 

49.  To  what  extent  do  details  Ctasks  not  covered  by  primary  or 
additional  duty  descriptions)  interfere  with  the  performance 
of  your  primary  Job? 

50.  To  what  extant  does  a  bottleneck  in  your  organization 
seriously  affect  the  flow  of  work  either  to  or  from  your 
group? 


70 
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jnB  PgSTffgS 

The  statamenta  balou  daal  uiith  job  ralatad  charactariatica .  Raad 
aach  atatamant  and  chooaa  tha  rasponaa  uhich  baat  rapraaanta  houi 
much  uDu  mould  like  to  hava  aach  eharaetarlatic  in  uour  lob. 

In  mu  job,  I  mould  Ilka  to  hava  tha  charactariatica  daacrlbad: 

1  -  Not  at  all  5  *  A  larga  amount 

S  -  A  alight  amount  6  ~  A  vary  larga  amount 

3  "  A  modarata  amount  7  ~  An  axtramalu  largo  amount 

4  ~  A  fairly  largo  amount 

51.  Opportunitiaa  to  hava  indopondonco  in  my  mork. 

52.  A  job  that  ia  moaningful . 

53.  An  opportunity  for  poraonal  gromth  in  my  job. 

54.  Opportunitiaa  in  my  mork  to  uao  my  akilla. 

55.  Opportunitiaa  to  perform  a  variety  of  taeka. 

56.  A  job  in  mhich  taaks  are  rapatitiva. 

57.  A  job  in  mhich  taeka  are  relatively  aaoy  to  accompllah. 


SUPERUISION 

The  atatementa  belom  daacribe  charactariatica  of  managera  or 
auparviaora.  Indicate  your  agreamant  by  chooaing  tha  phraaa 
mhich  beet  repreaenta  your  attitude  concerning  your  auperviaor. 

1  -  Strongly  dlaagree  5  ■■  Slightly  agree 

2  *  noderately  diaagree  6  *  Hoderataly  agree 

3  *■  Slightly  diaagree  7  Strongly  agree 

4  ~  Neither  agree  nor  diaagree 

Select  tha  corraapondlng  number  for  each  atatamant  and  enter  it 
on  the  aeparate  raeponae  eheet. 

58.  My  auperviaor  ie  a  good  planner. 

5S.  riy  auperviaor  eete  high  performance  atandarde. 

60.  My  auperviaor  ancouragea  taammork. 
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1  -  Nat  at  all  5  -  A  large  amount 

S  -  A  alight  amount  B  -  A  varg  large  amount 

3  -  A  moderate  amount  7  -  An  axtramalg  large  amount 

4  *  A  fairlg  large  amount 

61.  Mg  suparviaor  repraaenta  the  group  at  all  tlmea. 

65.  Mg  supervisor  establishes  good  uork  procedures. 

63.  Mg  supervisor  has  made  his  responsibilities  clear  to  the 
group . 

64.  Mg  supervisor  fullg  explains  procedures  to  each  group 
member . 

65.  Mg  supervisor  performs  uell  under  pressure. 

66.  Mg  supervisor  takes  time  to  help  me  when  needed. 

67.  Mg  supervisor  asks  members  for  their  Ideas  on  task 
Improvements . 

68.  Mg  supervisor  explains  how  rag  job  contributes  to  the 
overall  mission. 

69.  Mg  supervisor  helps  me  set  specific  goals. 

70.  rig  supervisor  lets  me  know  when  I  am  doing  a  good  job. 

71 .  fig  supervisor  lota  mo  know  when  I  am  doing  a  poor  job . 

75.  rig  supervisor  alwags  helps  me  Improve  mg  performance. 

73.  ng  supervisor  insures  that  I  got  job  related  training 

when  needed. 

74.  ng  job  performance  has  improved  duo  to  feedback  received 
from  mg  supervisor . 

75.  When  I  need  technical  advice,  I  usuallg  go  to  mg  supervisor. 

76.  ng  supervisor  froquontlg  gives  mo  feedback  on  how  well  I  am 
doing  mg  Job. 
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WORK  6RQWP  PRQDUCTlVin 

The  statamants  baloui  daal  uith  tha  output  of  uork  group. 

Tha  tarm  "your  uork  group”  rafars  to  gou  and  gour  co-uorkers  uho 
uork  for  tha  aama  auparvlaor.  Indicate  gour  agreemant  uith  the 
statement  bg  selecting  the  phrase  uhich  bast  expresses  gour 
opinion. 

1  -  Strongly  disagree  4  *  Neither  agree  nor  disagree 

S  -  tloderatalg  disagree  5  ~  Slightly  agree 

3  -  Slightly  disagree  6  *  Moderately  agree 

7  -  Strongly  agree 

Select  the  corresponding  number  far  each  statement  and  enter  it 
on  the  separate  rasponea  ehaet. 

77.  The  Quantitu  of  output  of  your  uork  group  is  very  high. 

78.  Tha  Qualitu  of  output  of  your  uork  group  is  very  high. 

7S.  Uhen  high  priority  uork  arises,  such  as  short  suspenses, 

crash  programs,  and  schedule  changes,  the  people  in  my  uork 
group  do  an  outstanding  job  in  handling  these  situations. 

80.  Your  uork  group  aluays  gets  maximum  output  from  available 
resources  Cs.g.,  personnel  and  material >. 

81.  Your  uork  group’s  performance  in  comparison  to  similar  uork 
groups  is  very  high. 


ORGANIZATION  CLIMATE 

Belou  are  items  uhich  describe  characteristics  of  your 
organization.  The  term  ’’your  organization”  refers  to  your 
squadron  or  staff  agency.  Indicate  your  agreement  by  choosing 
the  phrase  uhich  best  represents  your  opinion  concerning  your 
organization . 

1  ■  Strongly  disagree  5  ■■  Slightly  agree 

S  -  Moderately  disagree  6  >  Moderately  agree 

3  ■■  Slightly  disagree  7  *  Strongly  agree 

4  -  Neither  agree  nor  disagree 

Select  the  corresponding  number  for  each  item  and  enter  it  on  the 
separate  response  sheet. 

8S.  Ideas  developed  by  my  uork  group  are  readily  accepted  by 
management  personnel  above  my  supervisor . 
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B3.  nu  orBanizatlon  provldea  all  the  nacessaru  information  For 
me  to  do  my  job  eFFectively. 

B4.  My  organization  provides  adequate  information  to  my  uork 
group . 

B5.  ny  uork  group  is  usually  auare  of  important  events  and 
situations. 

B6.  My  complaints  are  aired  satisfactorily. 

B7.  My  organization  is  very  Interested  in  the  attitudes  of  the 
group  members  touard  their  jobs. 

BB.  My  organization  has  a  very  strong  interest  in  the  ualFara  of 
its  people. 

BB.  I  am  very  proud  to  uork  For  this  organization. 

SO.  I  Feel  responsible  to  my  organization  in  accomplishing  its 
mission. 

91 .  The  information  in  my  organization  is  uidely  shared  so  that 
those  needing  it  have  it  available. 

92.  Personnel  in  my  unit  are  recognized  For  outstanding 
performance . 

93.  I  am  usually  given  the  opportunity  to  shou  or  demonstrate 
my  uork  to  others. 

94.  There  is  a  high  spirit  of  taamuork  among  my  co-uorkers. 

95.  There  is  outstanding  cooperation  betueen  uork  groups  of  my 
organization. 

96.  My  organization  has  clear-cut  goals. 

97.  I  Feel  motivated  to  contribute  my  best  efforts  to  the  mission 
of  my  organization. 

9B.  My  organization  reuards  individuals  based  on  performance. 

99.  The  goals  of  my  organization  are  reasonable. 

100.  My  organization  provides  accurate  information  to  my  uork 
group . 


/  — 
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JDB  RELATED  ISSUES 

The  items  belou  are  used  to  determine  houi  satisfied  you  are  with 
specific  job  related  issues.  Indicate  your  degree  of  satis¬ 
faction  or  dissatisfaction  with  each  issue  by  choosing  the  most 
appropriate  phrase. 

1  Extremely  dissatisfied  5  -  Slightly  satisfied 

S  -  Moderately  dissatisfied  6  -  Moderately  satisfied 

3  ~  Slightly  dissatisfied  7  -•  Extremely  satisfied 

4  -  Neither  satisfied  nor  dissatisfied 

Select  the  corresponding  number  for  each  question  and  enter  it  on 
the  separate  response  sheet. 

101 .  Feeling  of  Helpfulness 

The  chanoe  to  help  people  and  improve  their  welfare  through 
the  performance  of  my  Job.  The  importance  of  my  Job 
performance  to  the  welfare  of  others. 

lOa.  Co-Uorkar  Relationship 

My  amount  of  effort  coompare,d  to  the  effort  of  my 
co-workers,  the  extent  to  which  my  co-workers  share  the 
load,  and  the  spirit  of  teamwork  which  exists  among  my 
co-workers . 

103.  Familu  Attitude  Toward  Job 

The  recognition  and  the  pride  my  family  has  in  the  work 
I  do. 

104.  On-tha-Job  Training  C0JT3 

The  OJT  Instructional  methods  and  instructors’  competence. 

105.  iBBhuiGil  IraJLnlnB..  nattier  than„flJT2 

The  technical  training  I  have  received  to  perform  my 
current  job. 

106.  Uork  Schedule 

My  work  schedule;  flexibility  and  regularity  of  my  work 
schedule;  the  number  of  hours  I  work  per  week. 

107 .  Job  Sacuritu 

108.  Acouired  Ualuabla  Skills 

The  chance  to  acquire  valuable  skills  in  my  job  which 
prepare  me  For  future  opportunities. 
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